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ABSTRACT:
Practitioners in community-based organizations operate in an environment of difference. Often
they are bridging relationships between low-income community members and government agencies
or they are bonding diverse constituents to work together toward community change. Their work is
often framed in this way: focused externally on the ways in which they work across difference to
build unity. Missing from this framework, however, is the parallel internal focus on how individual
identity affects practice.
The community-based practitioner is likely working across racial, class and educational lines. In U.S.
metropolitan areas, for example, a community-based worker can not escape the effects of racial
segregation, discrimination and conflict that have left historical and lasting imprints on this country's
urban neighborhoods. While a practitioner in this setting would not hesitate to point out resource
disparities, the subject of racial disparity remains shrouded in ambiguity. In respect to race, working
across difference requires a particular competency, commitment and responsibility. When the need
to address race is left to individual initiative, its importance is undermined.
The stories that inform this thesis describe particular moments in the work of community-based
practitioners where race emerged as an important point of contention. Their reflections guide us
through an exploration of what was done, what was learned, and what could be possible. Through
this journey I forge a collected outline of the responsibility of race in community-based practice and
offer guidelines to push us toward a vision of what is possible.
Thesis Supervisor: Phillip L. Clay
Title: Chancellor and Professor of City Planning
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CHAPTER ONE: INTRODUCTION
When a fellow student rose up at our fall 2002 Department of Urban Studies and Planning Town
Hall meeting and expressed his shock that our MCP class had only two African-American students
and no African-American women, he voiced a concern many of us shared. I looked around the
room that night and considered that from this group of graduate students, many would become the
leaders of community-based organizations in urban neighborhoods of color. The absence of a
substantial representation of African-American and Latino students seemed problematic, and I have
spent my two years since at MIT researching the issue of insider/outsider dynamics in community
practice, particularly in relation to issues of race. This thesis marks the culmination of my inquiries.
My interest in this subject grew not only out of my reflections at that meeting, but from my
experience growing up in a homogenous White suburb. From there, I learned lessons of bigotry and
intolerance that propelled me into action to address racial discrimination that I began to view as
omnipresent. My community taught me about means of exclusion, while my initial studies focused
on issues of racial inclusion: seeking to figure out how communities foster racial diversity and how
individuals bridge racial divides. Addressing these issues strikes me as a core competency necessary
to successful practice of community development in the cities of the U.S.
The aftermath of that Town Hall meeting brought home a powerful reality to me, though:
clearly not everyone shares these concerns as central to the training of urban planning professionals.
Students of the planning practice often leave planning school without a clear idea of how to address
complicated racial issues in their careers. Discussions of race are often limited in scope to policy,
analytical, or demographic discussions. Planning students are rarely asked to examine the internal
issues of how they as individuals will confront race in their practice, both personally and
organizationally. This thesis attempts to correct this omission.
Chapter One
Research Question
Working in a community-based organization when you might be classified as an outsider engenders
the dilemma of how to understand the responsibility and opportunity you possess in your work.
Specifically, the differences in race, culture and socioeconomic status between leaders in the
community development field and the communities they serve can exacerbate tensions already
present in community-based practice, sharpen the divide between inside and outside the
organization, and preclude discovery of the best solutions to community problems.
As an example, Jennifer Gordon, a White American and immigrant labor rights practitioner,
describes her experience working with Central American refugees in the following way, "what I
loved was not finding that I 'belonged' on the other side of a border (I didn't), but the constant
tension and complex pleasure of crossing back and forth" (Gordon). Her article "The Richness of
Borderlands" evokes the complexity of an individual's role in a community-based organization and
describes her own experience in working across difference. In Jennifer Gordon's words,
[M]y skin color, language skills, education, and access to funding made me a
consummate insider in the larger society. At the same time, despite my role as
much-loved leader, within the organization I was an outsider in many ways
(Gordon).
Similarly, the community-based practitioners interviewed for this thesis operate on a continuum of
insider/outsider relationships and navigate a complex collection of identities in their work. The
White Executive Director from a Californian middle-class family, for example, crosses geographic,
racial and class lines to work in a low-income African-American Boston neighborhood.
I argue that working across racial difference, however, presents unique challenges to the
community-based practitioner. The confluences and tensions of identity are further complicated by
implicit or explicit struggle with issues of trust, ownership, and power. The White consultant in an
African-American community faces a lack of trust given past discrimination by White Americans at
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every level of governance, including neighborhood planning. The Asian-American Executive
Director focusing on the needs of Asian immigrants faces challenges organizing African-American
constituents who feel no ownership of the organization. The African-American program manager
in a multi-racial community describes the struggles related to shifting power on the Board as it
moved from being all-White to representing the true racial diversity of the neighborhood.
Every community-based practitioner shares the experience and challenges of crossing these
racial "borderlands", often in a haphazard way without even mention of the word race. Others
approach racial difference through a framework of "Undoing Racism", a way of operating that
makes race an explicit part of community work. Both approaches and the gray area between them
will be examined in an effort to explore the individual-level dynamics of race in community-based
organizations. Therefore, this thesis will focus on the following researchable question, "What is the
responsibility of planning practitioners in community-based organizations to address race
in their work and how are they doing this?"
The Nexus of Race and Planning
Why focus on race in community work when, as previously described, community practitioners
navigate a multitude of identities? Volumes of literature describe why race is a particularly salient
issue, but three of the most relevant issues to community practice include the necessity to confront
historical and current barriers of racial inequality, the existence of within and between group racial
conflict, and as argued in this thesis, the need to examine "assumptions, biases and culture" in a that
individuals bring to community practice
First, Manning Marable writes, "unequal boundaries of color have been at times permanent
barriers to the economic development, educational and social advancement for millions of
Americans, living in what for them was a deeply flawed and often hypocritical democracy." If
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community-based practitioners advocate and build community power for the "economic
development, educational and social advancement" of community members, they bear witness to
how race functions as a barrier to equal opportunity. In communities of color, the practitioner must
address these barriers in order to realize development and empowerment strategies, or else risk
perpetuating racial inequality and disillusionment.
Second, Michael Dawson states, "If we take race as central to American development,
contemporary American politics, and American political thought, we then need to better understand
how racial differences affect within and between group political conflict" (4). Community practice
provides a neighborhood lens through which to examine within and between group political
conflict. Community practitioners who work to build consensus on revitalization and service
strategies must confront firsthand how to negotiate political conflict when individuals and
collectives vie for resources and voice both within and between racial groups.
As argued in this thesis, however, the most important reason for a particular focus on race
relates to the role of the individual practitioner and how his or her identity affects community
practice. Cornel West writes in Race Matters that, "we must acknowledge that structures and
behavior are inseparable, that institutions and values go hand in hand" (18). Accepting this
statement requires investigating how the behavior and values of individuals influence the actions of
community structures and institutions. As June Manning Thomas elaborates, "[k]nowledge is not
really objective or academically neutral; instead, it reflects the assumptions, biases and culture of
those who create it" (174). Practitioners, as facilitators of community dialogue and creators of
community initiatives, therefore operate in a position where their values become translated into
action. When community practitioners are working across racial groups in order to "represent the
interests of the community", how does their racial identity, a collection of their assumptions, biases
and culture, play a role in their decisions? How do practitioners manage varying interpretations due
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to different racial lenses? These queries bring us back to the researchable question - what
responsibility do community practitioners bear to examine how racial identity affects their practice -
as a guide for the analysis of this thesis. A discussion of how "community", a nebulous term at best,
functions in the researchable question follows, with particular attention to the current state of
community practice that inspired this inquiry.
Why focus on Community-Based Organizations?
"A CDC is defined by its spirit, its neighborhood involvement and representation, its
history and project track record, and by its success in identifying neighborhood
needs and designing projects to meet those needs." ("Organizing a Community
Development Corporation," Manual by the Department of Neighborhoods and
Community Development of the Commonwealth of Massachusetts)
As the above quote describes, Community Development Corporations (CDCs) by definition
represent neighborhood interests and build resident power. All of the interviewees for this thesis
work for community development organizations, of which the CDC is the most prominent example.
Therefore, the interviewees operate within the framework of an organization struggling to meet the
criteria of this Department of Neighborhoods and Community Development definition. The task
of keeping the "spirit" of the organization in line with the community remains a complicated one,
however, and one that requires an examination of race.
The reason race emerges as particularly significant for the community development
organizations and workers profiled in this thesis is the location of these organizations in low-income
communities of color. To work in a multiracial environment and not acknowledge race is perhaps
to validate the warning of Harvard Law Professor David Wilkins, who writes, "Not only are we as a
nation destined to fail to solve the problem of color line in this century, but we are in danger of
losing our ability to even talk about the subject intelligently." (Appiah and Gutman 33). Denying the
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existence of race in a multiracial community cripples the possibility for understanding around the
issues of disenfranchisement and injustice that linger in low-income American urban neighborhoods.
In addition to the location of the community development organizations in communities of
color, the staff members of these organizations are increasingly viewed as not representative of the
community. To clarify this loaded statement, an investigation of the CDC as a representation of the
community development organization will help provide the reasoning for the claims of race as an
important factor and a view of increasing distance between the community and its CDC
representatives.
As the CDC movement borne out of the 1960s has matured into an industry, the
professionalization of staff members has led to decreased participation of community residents in
their representative organizations. Community Development Corporations, according to Randy
Stoecker, have three defining characteristics: their IRS 501 (c)(3) non-profit tax-exempt status, a
volunteer board and an emphasis on physical redevelopment. After urban renewal bulldozed low-
income neighborhoods with its top-down, federally funded approach to community development,
CDCs sprang up as the locally-based means of planning and developing neighborhoods. Not that
they were organic movements created entirely on a community-level: the Federal government in the
late 1960s provided incentives for CDC creation as a decentralized, community-driven approach to
neighborhood revitalization through Federal Economic Opportunities Act funding. The first CDCs
confronted economic development as their primary activity, while the hundreds of CDCs that
formed in the 1970s tackled housing development as a response to redlining and urban renewal
(Stoecker). Foundation funding and additional Federal government money in the form of Title VII
of the 1974 Community Services Act provided additional impetus for CDC creation, and by the
1980s 2000 CDCs were in operation (Vidal 1992).
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CDCs' missions have always fluctuated with the ebbs and flows of funding and political
climate. As CDCs gained prominence in the 1990s, they began to take on a wider range of issues,
addressing the economic, social and physical capacity of low-income neighborhoods. As Pablo
Eisenberg argues in a study on CDCs, however, a constant was that "neighborhood residents would
be an integral part of this work, both serving on CDC Boards and as an active constituency"
(Eisenberg). Building on neighborhood roots and relying upon indigenous leadership separates the
CDC from a non-profit service provider. These principles, commonly shared among all
organizations examined in this thesis, engender a tension between growing collective power and the
desire to provide expanded services in the most efficient manner.
How can a CDC, with professional staff members, ensure it represents the community's
spirit, though? In the Boston metropolitan area, for example, Community Development
Corporations have a rich founding mythos of protest to city-driven plans to act against the interest
of community residents. The South End urban renewal process engendered the birth of several
resident-founded CDCs, each asserting community power in opposition to city planning. Race was
an enormous factor in these power struggles, as the city officials planning for communities of color
were overwhelmingly White. The founders of these CDCs- community insiders by definition of
their place of residence - were driven by their own self-interest in the development of their
neighborhood, as well as the desire for their culture and values to be reflected in the planning
process.
Today, however, a survey of forty-seven Community Development Corporation managers in
the Boston area revealed that the majority of respondents are not residents of their organization's
target area. (LISC Diversity Initiative) This statistic alone hardly demonstrates that CDCs are no
longer representative of the communities in which they operate, but certainly raises questions about
who is in charge of the "spirit" of the community. If we accept the prominent role of "assumptions,
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biases and culture" as described earlier, the race of community practitioners becomes important to
investigate as well as neighborhood residency. The perception of an overrepresentation of Whites in
Boston area community development organizations (relative to the racial demographics of the
community target areas), also calls into question the guidance of community "spirit". In the same
LISC survey, 68% of the CDC managers described, "to what extent do you see the limited number
of people of color in management/leadership positions within Boston area CDCs as a problem?" as
either "a problem" (42.6%) or "a serious problem" (25.5%). The narratives that comprise this thesis
will address how this "problem" affects community work, how these practitioners define community
"spirit" and the role of their culture and values in this work, all in within the framework of the
researchable question on their responsibility to address race in community practice.
Roadmap of this Investigation
I begin in Chapter Two with a survey of literature relevant to the investigation of race in
community practice. Authors from planning theory, community practice and the postmodernist
tradition guide us through the role of race in the community development field and help us frame
the narratives that follow. Chapter Three presents an overview of the interview methodology. The
narratives of Chapter Four provide us with insight into how the practitioners grapple with the
researchable question and help us understand what tools and resources are necessary for preparation
and practice. Chapter Five makes explicit the link between the guidance of the narratives and
planning school pedagogy, with particular focus on the Department of Urban Studies and Planning
at MIT. Finally, Chapter Six returns to the researchable question and concludes our inquiry with a
collection of lessons for present and future practitioners in the community development field.
CHAPTER TWO: LITERATURE ON RACE AND PLANNING
Urban areas in the United States are gripped by histories of racial conflict, in particular the legacies
of planners coming into communities from the outside in order to reenvision the urban space
without particular attention to racial dynamics present. At the same time, planning literature has
been slow to comprehensively address the interwoven nature of issues of race and community
development. While a number of writers specifically speak to the need to equip students of the
planning practice in order to consider race in a more thoughtful and deliberate manner, their work is
relegated to the background of planning literature and education - perhaps finding their way onto a
list of supplemental readings. In order to encourage greater emphasis on race in planning, the need
to explore what exists - in what form and derived from what influences - and where these writings
lead us becomes salient. First, I will explore race in planning theory through the guidance of Scott
Campbell and Susan Fainstein's Readings in Planning Theory as a representative collection of key
theoretical trends. After this survey, I will turn to some additional examples of literature on race in
planning by foundations and other community practitioners in order to complete the picture of how
the responsibility of community workers to address race is presented currently.
Planning Theory
Many planning students, including this author, initially fail to see the value of studying planning
theory in a professional degree program. After completing a year's worth of courses, however, race
lingered just below the surface of the planning curriculum, without faculty or readings to state its
obvious presence and influence. Faculty and students alike generated numerous differing theories
(including those described by Forsyth and elaborated on at the close of this paper) to explain away
the absence of explicit discussion of race. One professor's explanation, however, struck me - "there
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is no theoretical content to race in planning". Could this be true? Could a majority-White faculty
really be sending a majority-White student body out into the planning field and most likely into
communities of color and not be discussing/philosophizing/dissecting issues of racial identity? If,
as Scott Campbell and Susan Fainstein describe, planning theory "seeks the underlying conceptual
elements that tie together the disparate planning areas, from housing and community development
to transportation planning and urban design" (3), how could race possibly not be one of these
"underlying conceptual elements"?
In addition, if again as Campbell and Fainstein express in Readings in Planning Theory, "we
aim to establish a theoretical foundation that provides the field not only with a common structure
for scientific inquiry, but also with a means for defining what planning is" (3), what does it say if
many believe race is not a significant part of planning theory? Would that define race as outside of
the bounds of planning? Michael Dawson, in a study of race and community, notes that political
science has led the social sciences "in ignoring race as an important phenomenon which needed
acute theoretical, analytical, and practical attention from scholars" (1). According to Dawson, race
is nearly an invisible analytical category within the field of political theory in particular, and he
suggests that we need to understand how racial differences affect within and between group political
conflict. This same type of lens needs to be applied to planning theory as well, exploring the role of
the planner in relation to her race and how this creates within group and between group conflict in
community work.
Campbell and Fainstein present their ideal vision of planning theory as "a kind of intellectual
vanguard, pushing the professional field to rethink its outdated practices and the assumptions that
underlie them" (12). Planning education began as a vocational endeavor in the late 1920s, and the
practice of planning dominated pedagogy. Only after the Second World War did the discipline of
planning theory gain prominence. Lectures, seminars and readings replaced the emphasis on
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practical training and a studio model. As Beauregard describes, a result was "to sever professional
training from academic training by creating a career path for teachers of planning that did not
necessarily intersect with planning practice" (111). This disconnect between theory and practice
manifests itself in terms of race, as planning race theory is not performing the Campbell and
Fainstein ideal of "fostering reconsideration of practice". If the practice of sidestepping race in
planning education is currently justified by the claim that no theoretical content exists, let us first
deconstruct the claim through an analysis of historical trends in planning theory. Then a discussion
of both modernist and postmodernist influences can inform the examination of two current authors'
work in planning theory. Finally, let us consider what obstacles till stand in the way of full
consideration of race in planning and close with reflections on this analytical journey.
Historical Trends of Planning Theory
In their exploration of structural racism, Catherine Ross and Nancy Green Leigh first outline a
summary of planning theory (Ross and Leigh 367). The four overarching theoretical avenues they
identify in planning are as follows: rational planning, incrementalist planning, advocacy planning
and equity planning. These four theories describe the planners' role and represent a jumping off
point for an analysis of current planning theory. Each one builds upon a perceived lack of attention
to the next sequential theory and, in order, the four theories also mark a move toward greater
attention to racial dynamics in planning.
The first theory, rational planning, was the dominant theoretical thrust of planning in the
1950s. "Theorists of this model believed that they had found the intellectual core of planning: a set
of procedures that would generate conceptual problems for theorists, serve as a joint object for
theory and practice, and guide practitioners in their daily endeavors" (Beauregard 111). In practice,
rational planning entails the careful consideration of all outcomes to planning actions and is also
Chapter Two
called comprehensive planning. This model requires a (supposedly) value-neutral professional
trained in land use and general planning studies without any particular attention to race. Rational
planning lies at the base of planning theory and provoked the next strain of planning thought:
incrementalist planning. An incremental theory recognizes the various constraints upon planners
and urges "successive limited comparisons" in place of comprehensiveness. Charles Lindblom, in
The Science of Muddling Through, proposed a pragmatic role for the planner of considering only
relevant alternatives - those that are only slightly removed from the status quo. Interestingly, this
theory argued that experience and recent history should guide the decision-making process in place
of theory.
How does race fit into these two initial theories of planning practice? According to critics,
not very well. Robert Mier argues in "Some Observations on Race in Planning" that traditional
planning (as articulated by the rational and incrementalist planning theorists) hinders the role of
racial minorities. For example, rational planning rests on the role of a planner as value-neutral,
without consideration of the individual's biases and assumptions based upon identity.
Incrementalist planning argues that planning cannot be all things to all people. The planner in
incrementalist theory determines what alternatives are "realistically possible", without any attention
the ways in which racial identity can obfuscate what the individual deems "relevant". Lindbloom's
argument that the planner should make decisions based upon experience fails to ask what
experiences are shaping the planner's viewpoint. As Green and Ross point out, incrementalist
planning "did little to incorporate the voices of those for whom change was most needed and who
were left behind in the process of spatial and economic restructuring." (Green and Ross 369).
Advocacy and equity planning developed in order to inject attention to social inequity, but also failed
to address comprehensively the ways in which individual identity shape decision-making in relation
to race.
The Reponsibiliy of Race in Communil-Based Practice
Davidoff, the writer associated most closely with advocacy planning, prescribes a move from
the planner as an objective technician to the planner as "actively working on behalf of community
groups or agencies that have traditionally been underrepresented" (EDavidoff). Advocacy planning
encourages particular attention to social inequities, and this particular attention necessitates a
pluralism of viewpoints. This planning theory encourages the participation of community
organizations in the planning process, and therefore begins to challenge the historical mismatch of
White planners working in communities of color. While a focus on pluralism expands the scope of
participation, it does not expressly speak to race, however. This model makes explicit the biases of
the planner (on behalf of underrepresented communities in this case), but does not go so far as to
suggest a responsibility on the part of the planner or the community organization to address race.
If, for example, the advocate remains a professional and generally an outsider of these communities,
how can it be assured that the planner is advocating on behalf of what the community actually
wants? Further, as described in the introduction, a community organization does not ipso facto
represent the culture and values of its community. Clearly, this theory leaves us with unresolved
tensions, even with a move away from the pretense of objectivity.
In response to critiques that advocacy planning did not go far enough, equity planning
represented the next generation of planning theory on a continuum of attention to race as an
essential part of planning practice. "Advocacy and equity planning have evolved in reaction to the
unintended and negative consequences that planning's previous approaches have had for those who
were excluded from the planning process" (Ross and Leigh 369). Equity planning articulates the
planner's role as not just an advocate, but as an agent of redistribution in areas of power or resource
imbalance. In respect to race, equity planning makes explicit that "racial justice is an important
priority.. .since deprivation and discrimination disproportionately affect low-income communities of
color" (Krumholtz). Equity planning therefore promotes a vision beyond pluralism that requires a
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particular responsibility to redress racial inequity in addition to simply a voice for all communities in
the planning process. Again, however, equity planning fails to call into question the role of the
individual, her culture and values, in addressing racial inequity.
An analysis of these trends thus demonstrates that some planning theories do possess a
greater awareness of the unique effects and shaping ability of race in the urban environment.
Starting from a comprehensive approach and moving toward an equity lens marks a significant
evolution. As Robert Mier points out, however, an emphasis on leadership and professional
expertise dominates planning discourse and "minimize or obfuscate the roles of racial minorities"
(236). Even with the trends of advocacy and equity planning, many questions remain out for debate:
who determines what priorities to pursue on behalf of a community? How are conflicting priorities
for dealing with racial inequity decided? How does the individual confront the role of her identity
and how it influences her course of action?
As Thomas articulates, planning history and theory leave us with significant gaps in relation
to issues of race. She argues that transformational material can help planning students "view issues
from the perspective of diverse cultural, racial, and ethnic groups" (178). Particularly given the lack
of agreement over what constitutes central planning theory, research on mediation, citizen
participation and social change can complement the largely rational paradigm dominating planning
discourse (Thomas 178). Insurgent planning traditions, termed by Leonie Sandercock to describe
the form of planning rooted in social movements, emphasize self-help, community solidarity, and
community organizing for socioeconomic development. Insurgent planning involves "ordinary
people's ability to plan on their own behalf despite, or perhaps because of, the forces of exclusion,
marginalization, and discrimination that have characterized professional planning practice since its
inception" (Sandercock).
The Responsibil of Race in Communiq-Based Practice
The notion of insurgent planning, however, remains at the margins of planning pedagogy
and practice, as evidenced by its absence from Ross and Leigh's four identified strands of planning
theory. The move away from objective reason, the rational perspective and the planner as the
central figure in the planning process breaks with the modernist tradition of the planning. In the
modernist planning project, according to Sandercock, "planning is the voice of reason in modern
society, the carrier of the Enlightenment mission of material progress through scientific rationality.
Modernist planning histories have assumed that planning is a progressive practice, rather than
scrutinizing the class, race, gender, or ethnic biases of planning ideas and practices" (Sandercock).
Given the grounding of traditional planning theory in modernist and post-modernist thought, it
becomes necessary to examine briefly the influences on planning theory as we understand it today
and the factors that preclude or facilitate greater inclusion of race in planning theory before delving
further into the work of Susan Fainstein and June Manning Thomas.
Modernism and Post Modernism
The Modernist tradition includes the Enlightenment view that human beings possess innate tools of
rational analysis. Robert Beauregard lists four characteristics that detail embedded modernist
principles in planning that remained largely unchallenged up to the 1960s: the use of reason and
democracy to advance capitalist urbanization, a state decision-making process with technical instead
of political rationality, a coordinated and functional urban form built upon collective goals, and the
use of economic growth to create a middle-class society (108).
The emerging ideas of postmodernism in the 1980s, however, provided planning theorists
with a framework through which to critique the monolithic and monocultural, embodied by
someone like a Robert Moses. The postmodernist critique challenges all of the assumptions of
rational planning since "a modernist striving for orderliness, functional integration, and social
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homogeneity is unlikely to succeed, as is the desire on the part of planners to maintain a critical
distance and apply technical rationalism" (Beauregard 117). The writings of Lyotard, for example,
claim that objective aspirations to enlightenment tend to be framed by value-laden ideas of social
progress. These words resounded in the ears of planners and reminded them of the rational
planning model. As postmodernists argue, the appeal to reason can be simply a means of advancing
cultural imperialism. Beauregard continues, "the postmodern challenge is to conceive of space and
time dialectically, socially, and historically; and to integrate such conceptions into a critical social
theory" (118). A renewed energy and creativity in planning theory was inspired by the
postmodernist writers, and their rejection of the homogeneity of previous generations laid the
groundwork for consideration of multiple discourses in the planning process and "theoretical
support for the emerging interest in multiculturalism" (Campbell and Fainstein 84). While planning
theory continues to move toward meeting this challenge of articulating conflicts related to social and
cultural difference, the theory has not met the challenge yet in regards to race. Beauregard describes
planning theory as straddling modernism and postmodernism, and the following two case studies of
current writings in planning theory explore further the role of the modernist/postmodernist
literature and its effects on planning pedagogy.
The two case study writings are drawn from the Readings in Planning Theory collection:
Susan Fainstein's "New Directions in Planning Theory" and June Manning Thomas' "Educating
Planners: Unified Diversity for Social Action". Since this paper has already explored some of the
other works in this collection, including those of Leonie Sandercock, Robert Beauregard, Charles
Lindblom, Paul Davidoff and Norman Krumholz, I will focus on these two articles in order to lay
out their contents and analyze them in depth in relation to race - how explicit are discussions of
race, how grounded in past traditions of modernism/postmodernism are these theories, and what do
they tell us about future trends in planning theory?
The Responsibility of Race in Communij-Based Practice
Current Writings in Planning Theory: Susan Fainstein
Susan Fainstein's article, "New Directions in Planning Theory", written in 2000, first acknowledges
the postmodernist cultural critiques that have stirred up a renewed energy in the realm of planning
theory. With the move away from logical positivism and the underpinnings of rational planning,
"planning theorists have reframed their debates over methods and programs to encompass issues of
discourse and inclusiveness" (173). Fainstein frames her essay as an exploration of achieving
widespread improvement in the quality of human life within the context of a global capitalist
political economy (173), and she attempts this through the lenses of three approaches: the
communicative model, the new urbanism, and the just city. Fainstein presents the three examples as
alternatives of social reform within planning theory, all doubting the applicability of the scientific
method as the approach to planning. Fainstein settles on the just city model as the best equipped to
move us toward "planning a just, sustainable, pluralistic city" (170). Given that Fainstein helped
compile the model collection of theory writings, Readings in Planning Theory, a dissection of what
she promotes as her own theory proves useful to see how race fits into her framework.
Part of Fainstein's critique of both a communicative model and new urbanism rests on the
ability of racial and ethnic minorities to achieve equitable representation. The communicative
model, a reliance upon the planner's function of listening to people's stories and forging consensus
among diverse viewpoints, falls short because relatively powerless groups will still suffer from
systemic biases even when they can prevail, according to Fainstein (176). She cites the experience of
African-Americans in Atlanta to bolster this critique and describe how racial groups can end up with
meager, often symbolic benefits in place of real gains. Further, Fainstein asserts that
"[c]ommunicative theorists are committed to equity and diversity, but there is little likelihood that
such will be the outcome of stakeholder participation within relatively small municipalities" due to
spatial segregation (180). A municipality-wide planning effort will conversely sacrifice the local
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context that drove the articulation of the communicative model in the first place. For Fainstein, the
omission of the resource needs of excluded groups in the planning process marks the central flaw of
this theory. Fainstein completes her analysis of this model by highlighting that "the present
generation of planners is more likely to be responsive to the needs of neighborhood residents and
ordinary citizens" than the generation of top-down, expert-driven urban renewal planners who
generated the objections of the communicative theorists.
Fainstein's consideration of new urbanist theory also alludes to issues of race in planning.
New urbanism is a design-oriented approach to urban development that envisions diverse
community elements to interact and a variety of income groups living in a tight-knit community.
Fainstein critiques the failed goals of new urbanism: a social and racial homogeneity in place of the
commitment to diversity espoused by theorists. She instead proscribes a publicly funded means of
combining social groups thorough mixed income housing as the only way to produce the result of
housing integration.
The just city model values "participation in decision making by relatively powerless groups
and equity of outcomes" (186). Just-city theorists question who dominates decision making, and an
suggest evaluation of outcomes in regard to gender, race and other identity groups. Fainstein
identifies two streams of just-city theorists: the radical democrats and the political economists.
Radical democrats embrace governance by civil society and the exercise of power by those who had
previously been excluded. Fainstein classifies herself in the political economist group. She
differentiates herself, however, by taking a normative position concerning the distribution of social
benefits (186). Her version of the just city incorporates an entrepreneurial state that provides
welfare, generates increased wealth, and envisions a middle-class society as its goal rather than
simply empowering the poor and disenfranchised (187). In relation to participation in decision-
making, Fainstein points out that, "[d]emocratic rule can deprive minorities of their livelihood,
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freedom, or self-expression" (187). Simply assuring minority rights, exclusive of majority
interference, does not provide a solution, however, as minority groups can attempt to take away the
rights of others, as might be the case with right-wing militias, religious dogmatists, and racial purists.
Therefore, evaluation of any group's goals must include an analysis of how realistic they are and if
they adhere to the principle of social justice (188). Just city theory therefore includes a normative
role of decision makers who must choose what alternatives will lead to a better quality of human life.
Clearly Fainstein's analysis leaves us wondering who exactly will be entrusted with the power
of setting criteria for judging the alternatives and what these "principles of social justice" are. As in
the case of incrementalist planning, the ability of a planner to evaluate how realistic a group's goals
are requires asking who the planner is and how his or her own "assumptions, culture and biases" can
allow the individual to limit the scope of possibilities. Since her "New Directions in Planning
Theory" article does not provide us with answers to these questions, let us turn to additional writing
by Fainstein.
Another one of Fainstein's articles, "Can We Make the Cities We Want?" indicates that the
we in the title cannot possibly be a universal pronoun and seriously calls into question the ability of a
just city model to be applicable to all groups. In the "Can We Make the Cities We Want" article,
Fainstein reiterates some of the fundamental tenets of her vision previously discussed. In
elaborating how a normative vision of the city is formed, however, Fainstein declares that,
The inherently divisive character of identity politics cuts against the
building of such institutions and therefore can only be self-defeating. Neil
Smith contends that demands based on group identity initially countered
possessive individualism. By provoking those already in relatively privileged
positions to demand their rights, however, "it [identity politics] becomes a
vehicle for a reassertion of individualism: a hallmark of the revanchist city"
(N. Smith, 1997, p. 134). In such a context, there is no shared vision of a
desired future.
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While describing how to achieve her shared vision of a desired future - the just city model, Fainstein
makes the controversial assertion that identity politics are "inherently divisive". Here she
contradicts her desire in the "New Directions in Planning Theory" article to advocate the just city
approach as a means of assuring "participation in decision making by relatively powerless groups".
Groups that have been marginalized from decision-making processes such as racial identity groups
have carved a space and voice for their participation through these "identity politics". For Fainstein
to dismiss the contributions of identity politics demonstrates how her identity is shaping her vision
of what kind of city "we want". It is precisely this kind of individual bias creeping into how
planners construct theories and practice that necessitate naming and examination.
In the case of Fainstein, she urges just city theorists to call into question who makes
decisions, yet at the same time, she has spelled out her decision that identity politics "can only be
self-defeating". Has she not made this decision on behalf of all groups? Who has she consulted in
order to dismiss the contributions of identity politics so easily? Her closing words of the "Can We
Make the Cities We Want" article state,
It is on this tenuous middle ground of being able to compare, of
being able to say what is better and what is worse, even if we cannot
say what is good and what is bad, that we must land if we are to
develop the cities we want. (Fainstein)
Limiting the ability to make judgments to the realm of "better and worse" rather than "good or bad"
does nothing to alleviate her concern about the communicative theorists that powerless groups will
still suffer from systemic biases. Dismissing the contributions of identity politics sets the tone for
systemic biases in this case, pushing the goal of this thesis to make explicit "assumptions, culture
and biases" and to spur the connection of these identity factors to policies on race in planning.
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Current Writings in Planning Theory: June Manning Thomas
With race as a background in Fainstein's work, the example of June Manning Thomas' "Educating
Planners: Unified Diversity for Social Action" moves race to the foreground in planning thought.
Well before this article was published in 1996, Thomas contributed significantly to the literature on
race in planning. The inclusion of this article in the Readings in Planning Theory collection
represents a significant advance over the 1996 edition of this same compilation. The 1996 edition
devoted an entire subject heading to the important issue of gender in planning, but failed to dedicate
significant room for debates about race in planning. The 2003 edition adds race to the heading on
gender and brings in the voice of Thomas to add the perspective of specific action items for
planning pedagogy in order to fully consider how race affects planning.
Thomas' article reads as a blueprint, with the expressed goal of explaining how planning
educators can respond to calls for increased consideration of race and diversity in the field, "yet
avoid the fragmented pluralism and normless confusion that could result" (171). Thomas presents
her vision - "unified diversity" - for how planning academia can foster "the education of all
students, more equitably reflect social realities and opportunities for social action, yet retain a sense
of unity amidst difference" (171). Thomas acknowledges that the process of redefining planning has
led to thematic disagreements over generalist versus specialist skills and professional versus scholarly
approaches, among many other fundamental cleavages within the planning field. Adding the
pluralism of race and gender (as Thomas focuses the article on) as another layer of concern could be
perceived as sending the field into a deeper state of paralysis about its identity and central organizing
ideas. As the field currently exists, however, planning literature and curriculum remain disjointed on
the subject of race, and planning history presents the impression that people of color have had little
role in improving cities (173). Not only does historic and contemporary racial conflict stand in the
way of urban improvement, but no city has escaped the effects of racial segregation. Thomas
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stresses the necessity of incorporating race, citing continuing problems of discrimination and
injustice, the postmodernist encouragement of plurality and difference, and even the indication as
early as 1994 from a survey of planning educators that racial, ethnic and gender conflict represent
one of the largest challenges facing planning education in North America (172).
Thomas analyses the literature of other disciplines, namely organizational and educational
pedagogy, in order to determine what planning can learn from other fields grappling with similar
concerns. Organizational literature discusses methods of institutional change that can draw upon
the assets of diversity. Modification of the core culture, race and gender sensitive policies, inclusion
of minorities in networks and social activities, exploration of different managerial styles, and a
diversity of workers are some of the proposals from the organizational literature.
The field of multicultural education has existed for over thirty years and lends significant
insight for planning academia. As the field describes, multicultural education is necessary since
"[k]nowledge is not really objective or academically neutral; instead, it reflects the assumptions,
biases, and culture of those who create it" (174). Multicultural education suggests phases of change
for curriculum, with the ultimate goal of encouraging students to become "reflective social critics"
dedicated to social change". Presently this reflective aspect of planning education remains
undeveloped - planning students examine what is happening in certain communities without
significant attention to the role of the identity of those working in the community, residents or
professionals, in affecting outcomes. An inward approach to critiquing what assumptions, biases
and cultural knowledge we carry into community work lingers on the edges of planning curriculum,
confined to individual instructors who embrace this exploration, instead of fully integrated into each
student's experience.
In terms of moving planning education forward, Thomas calls for unified diversity for social
action. As discussed at length previously, the modernist and positivist angle of early planning meant
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that despite the diversity of cities and the existence of some voices connecting race and planning
(Wurster, Meyerson and Banfield, among a few others), planning education remained monocultural.
Since the 1960s, planning education has developed a pluralist character, with a growing literature on
racial conditions. "The heightened sensitivity to race transformed urban planning, pushing
practitioners and scholars to consider issues of justice and equity, and forcing the evolution of social,
advocacy, and equity planning" (Thomas 176). Before any celebration of these advances, however,
Thomas reminds the reader that "few planning faculty seem persistently interested in the
relationship between race and planning education" (176). Getting beyond this disjointed pluralism
requires a thorough integration of diversity issues into the curriculum, with particular attention to
subject areas where diversity presents a more complete consideration of the issues at stake, methods
of addressing racial inequity through analysis training (quantitative and qualitative), and practicum
experiences. Thomas describes in particular the experience of bringing an all White and Asian class
into a Black neighborhood for a field work course, and the culture shock and learning experiences
that ensued. Thomas concludes her article by reiterating the vision of where planning education
should be headed: a coherent response to the need for greater attention to diversity in planning
education. As I will argue in Chapter Five, we must connect the challenges faced by practitioners to
the deficiencies in planning education around the issue of race.
Obstacles to the Integration of Race Consideration
In order to follow the proposals of Thomas, first we must explore what stands in the way of
implementing her vision for planning education. This investigation will also guide us through some
of the obstacles voiced in Chapter Four by the practitioners that prevent them from focusing direct
attention on issues of race. Ann Forsyth's article, "Diversity Issues in a Professional Curriculum:
Four Stories and Some Suggestions for Change", provides a useful framework for organizing these
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challenges and my responses to them for the future of planning. Forsyth sets out four stories about
diversity and inequality that function as obstacles to the integration of racial considerations in
planning (58). These four narratives include: Zero Sum Games, Reciting a Mantra, Overwhelming
Pluralism and Floodgates of Anger. Forsyth describes the first, Zero Sum Games, in terms of
student and faculty recruitment, although certainly this theme applies to curriculum issues as well.
For planning faculty to embrace literature on race, they must give up another critical component of
their teachings. This type of limiting lens denies the connection between every planning subject
matter and race.
Forsyth's second category of opposition is the practice of "Reciting a Mantra" - what she
describes as a repetition of the words "race-class-gender" without analyzing their fluid character,
their overlapping significance or their varied salience given the context. As Forsyth states, "planning
educators need to provide more tools for dealing with complexity and for analyzing variables that
are additive as well as interactive" (60). An example of reciting a mantra might consist of the
mention of the demographics of a neighborhood without specific attention to how a planner who is
not a part of those demographics can become culturally competent enough to work effectively in
that place and understand the dynamics at work. This is the deficiency at the core of this thesis in
both planning education and practice.
Overwhelming pluralism, the third obstacle, consists of both the concern of expanding
syllabi to their bursting point and the belief that seriously incorporating pluralism will lead to a
relativist purgatory that undermines any belief in the public interest. Universalist dialogue in
planning assumes that people share value systems and ways of life. The tension between universal
programs and discourse and differing cultural practices is not always recognized by planning
theorists and must be considered if planning theory is to move toward universal application (instead
of universalist ingredients).
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The fourth and final narrative about why race is not more fully integrated into planning
education is described by Forsyth as the "Floodgates of Anger". Some faculty and students avoid
discussions of race because of a discomfort with anger that might be provoked. Issues of
miscommunication and raw emotion, particularly in a highly charged environment, prevent a more
than surface engagement with issues of race. This category especially applies to how a planner's
identity interacts with and defines relations to communities. As noted in the Chapin Hall study on
community initiatives that concludes this chapter, this challenge is particularly felt in community
development organizations and rarely addressed.
Overall Forsyth's identified obstacles perpetuate the disentangling of race from planning. As
Mier points out, however, "race is a powerful aspect of most planning situations in urban areas, yet
it too is the last way a problem, or especially an opportunity, is framed. I believe it should be thefirst
way" (235). How do we move beyond them, in light of what we have previously explored?
If we recognize race as an essential component of planning topics such as environmental
siting, affordable housing design, transportation location or economic development schemes, then it
does not have to be a subtractive force, but rather an additive force to give texture and depth to the
practical concerns of implementing any planning propositions. In doing so, we avoid the zero sum
games and mantras of diversity. Attacking the beliefs in overwhelming pluralism and floodgates of
anger, however, necessitates a realism that currently evades much of the planning field. Moving
away from approaching pluralism as overwhelming and away from the continued reluctance to
address the role of the individual and the planner's identity is the goal of this thesis.
Applying the lens of race to all planning theory, as attempted here, reveals the assumptions
and organizing beliefs of the writer. Becoming "reflective social critics" as Thomas envisions and
achieving the "just city" that Fainstein imagines requires a move beyond simple mention of race-
class-gender in one breath, set apart from the readings and theories that shape planning curriculum.
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Continued conversation, writing and agitation will hopefully lead to planning theory catching up
with planning practice and an end to the excuse that there is no theoretical content to race in
planning. In this manner, the theoretical content of race in planning, while limited if one only
searches the titles of planning literature, exists in a much more rich and varied manner than a surface
analysis reveals.
Additional Materials on Race and Planning
In 1993, Charlie Hoch published an article in the Journal of the American Planning Association on
"Racism and Planning", a chapter of his book "What Planners Do". Hoch conducted a series of
interviews with planning practitioners and reported on how the personal translated into the
professional: key questions probed individuals' views on racism in the profession and the
experience of minority individuals in the planning field. Hoch chose three of the narratives to
highlight the way in which the three individuals conceptualize their response to racial injustice.
Hoch presents the three approaches to racial justice as equal opportunity, affirmative action and
racial inclusion. Stating that the first two approaches have obtained legitimacy in the U.S., Hoch
argues that racial inclusion has not. In defining racial inclusion, Hoch states,
Members of the white majority need to listen to the stories of racial
oppression and identify with the suffering to recognize its painful and
perverse contingency and to understand how white majority cultural
beliefs and moral practices impose stigma and shame on African-
Americans. More ambitiously, members of the majority should
change the customs and traditions of neighborhood, ethnic, class,
and professional identity to rid them of racial separation and
exclusion (Hoch 455).
Hoch then contrasts what he considers an insider and an outsider perspective on racial planning,
defining insider/outsider status on the basis of racial identity in order to reach a conclusion that the
individual planner needs to participate in "organized social and political reforms to reshape the
cultural expectations of both whites and African-Americans". Hoch fails to articulate the specific
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reforms that would help spark this type of reshaping, and his emphasis on the personal experience
seems to situate change in individual initiative instead of suggesting an organizational responsibility
to account for differing views on the ways in which planners interpret race in their work. His
writing, however, is frequently cited for its attention to race given the dearth of collected data to
inform the role of race in planning.
One explanation for the lack of attention devoted to structural racism in community
revitalization is that the practice traces its lineage to the liberal reform movements of the progressive
era, developing "models and paradigms based on liberalism and humanism, rather than the Civil
Rights Movement, black activism, and the struggle for self-determination," according to Henry
Louis Taylor, Jr. and Sam Cole in their article, "Structural Racism and Efforts to Radically
Reconstruct The Inner-City Built Environment". Taylor and Cole explain that,
Given its connections to the liberal reform movement, rather than
black radicalism, it should not be surprising that the grassroots
community revitalization movement separated race, power, and class-
based social policy questions from economic development, housing
initiatives, and community building issues, and that it
overemphasized the ability of residents to transform their own
community primarily though the identification of assets and the
building of community capacity (raylor and Cole 7).
The next piece of writing examined attempts to reverse this separation and bring race and power
back into focus.
The Chapin Hall Center study on "Exploring Power and Race" in comprehensive
community-building initiatives (CCIs) helps focus on the organizational context of race through the
narratives of community-based practitioners. The study asked six groups of participants in CCIs
(managers, funders, site directors, resident volunteers, TA providers, and researchers) to speak
individually and then in a focus group about the role of race and power in community-based work.
Each individual then composed an essay based upon a theme discussed and contributed it to the
final study publication. The study identifies cross-cutting issues faced by practitioners in each group
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and provides a useful blueprint with which to map the role of race in the various aspects of
community practice. The study determines that despite the high level of consciousness by
participants about the ways in which institutionalized racism can be perpetuated through community
initiatives,
The community revitalization efforts described to us by participants
rarely reference race or power dynamics in their conceptual structure
or formal objectives, unless it is to talk about local "ownership" and
other components of an ambiguous empowerment agenda, or to
acknowledge the "demographics of disinvestment," which means to
acknowledge that poverty concentrates in communities of color.
Instead, most initiatives appear to rely on increasing community
cohesion (community building) to produce power and some mixture
of cultural consciousness- raising and diversity in staffing to address
lingering tensions around race. (Chapin Hall 120).
The conclusions of the Chapin Hall interviews also raise relevant concerns related to the
pervasiveness and nebulousness of structural racism. Structural racism is defined as, "racism
embedded in social and institutional policies and patterns of behavior that reinforces [W]hite
privilege and/or racially skewed socioeconomic inequity" (Chapin Hall 120). The study's
researchers conclude that a lack of consensus around the very definition of structural racism and a
hesitancy to point it out explicitly leads to a lack of will to do anything to eliminate it. Practitioners
seemed to take the attitude of "I know it when I see it" leading to an inability to act collectively and
with conviction against it.
Compounding the issue is the discomfort cited by practitioners when dealing with issues of
race and a helplessness of not knowing the proper solutions. The Chapin Hall study presents
several reasons for why the lack of will exists, including the difficulty of incorporating this work into
a consensus-building process, the desire to affirm diversity as a positive asset instead of also
acknowledging its difficulties and the constraints of time and training. The study also points to the
tensions discussed in Chapter One around insider/outsider dynamics in the community and how
these issues are exacerbated by race, pointing out the tensions "between resident voice and
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"community" voice, the extent to which resident approval is necessary for local institutional
legitimacy, whether community building can be spearheaded by people-such as agency leaders-
who do not reside in the community, and whether institutions can speak for residents" (Chapin Hall
129). The study then contextualizes these tensions in the context of race, claiming that,
These were stories of residents challenging "outsiders" in initiatives,
or local leaders attempting to establish legitimacy or credibility by the
suggestion of common cause or common understanding with the
people of color in a community. In this context, raising race is a play
for power and not necessarily an attempt to invoke open dialogue
(122).
Whether for the purposes of power or an open dialogue, however, by the conclusion the study begs
the question of what would constitute a successful strategy that could be cognizant of all these
factors at play. The conclusion of the Chapin Hall study presents several findings among the
interviewees for how organizations did take actions to deal with race and power inequities. These
findings included the following strategies,
1. Diminishing tensions in diverse neighborhoods with cultural celebrations, using translation
at meetings to encourage participation of non-English speakers, planning meetings in
different venues or at times that would allow working parents, for example, and other hard-
to-engage residents to participate in an initiative, or tackling representation issues on a
community or collaborative board through innovative election guidelines.
2. Changing processes, for example using diverse teams and "matching" professionals with a
dominant culture or ethnicity in a community.
3. Hosting a cross site meeting or a retreat to focus specifically on race (although these were
not described in a positive fashion)
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Far from constituting solutions, however, these findings do not provide a comprehensive means for
addressing race in community practice. The study itself suggests an answer for community
initiatives, however, articulated in several parts:
1) have sponsors, in particular, take risks within their own institutions and in initiative design
regarding how resources are governed and the activities they will support in local initiatives
(e.g., talk about community-relevant power and race issues at the foundation board level,
build race and power objectives into initiatives, address the distracting nature of foundation
power in any foundation-community partnership, and fund community organizing and
political activism);
2) have every role and stakeholder in an initiative focus greater attention on community
context, particularly as it relates to race and power (e.g., embed initiatives in the
social/political/economic history of the neighborhood and its institutions, determine
dominant cultural dynamics and new demographic trends, document areas where racism is
embedded in social policy, patterns of behavior, or institutional practice, and attend to these
both in plans and in interpersonal dealings);
3) clearly establish in any initiative the definition of "local control" (i.e., to what extent is it
specifically about residents?), its object (i.e., to guide initiative resource allocation, or to
create a new force in community decision making more generally), and the mechanisms
through which that local control will be created, sustained, and then passed down to future
generations. (Chapin Hall 120-121).
I will return to these suggestions in the analysis of the interviews conducted for this thesis in order
to compare and contrast the ways in which the organizations surveyed incorporate or leave out these
guidelines. In summary, however, the study presents the general idea that.
To be successfully addressed in the context of a CCI, power and race
issues have to be embedded in the concepts and objectives that will
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guide the initiative; in other words, made explicit in the documents
that explain what a CCI is going to do and the mechanisms through
which community change is expected to happen. Doing so would
require discussions within foundations and at board levels that are
not happening now. It would require research institutions and other
sources of analysis involved with community revitalization strategies
to question whether their training and methodologies are sufficient
for bringing out and assessing the impact of structural racism"
(Chapin Hall 133).
While individuals expressed the view that they did not have the capacity to tackle these
issues alone in their practice, the structure of focus groups in the study revealed that a collective
energy existed to counter the observations that community organizations do not want to delve into
these complicated issues. In conclusion, "every initiative does need to establish to what extent
structural racism is at work in a neighborhood, and to what extent breaking down these structures is
a focus in the set of overarching goals" (Chapin Hall 133).
In summary, from this reading of literature related to race and community practice, we have
learned that the historical trends of planning theory, including advocacy and equity planning, have
fallen short of asking us to examine individual responsibility to address race in practice. Susan
Fainstein's writing exemplifies this omission, leaving us with questions about how can objectively
analyze the "just" priorities for an urban neighborhood. June Manning Thomas pushes us to
incorporate these concerns into planning teaching, useful suggestions for the training of community
practitioners, but not touching upon what analysis is needed in practice. Hoch provides with
information on racism in planning, yet again without recommendations for course of action in
practice. The Chapin Study provides us with suggestions for how to approach practice, and the
practitioner narratives collected and analyzed in the following chapters provide additional stories of
how individuals and organizations are addressing structural racism. The combination of the
literature examined and the narratives collected will help us relate these lessons in a conclusion that
provides a response to the question of responsibility in community practice to address race.

CHAPTER THREE: AN OVERVIEW OF METHODOLOGY
The primary source of data collection for this research consists of individual interviews.
In order to learn more about race and community practice, I approached the interview process from
two angles: first, I identified a target audience of MIT alumni engaged in work self-defined as "on
behalf of a community". I did not limit this criterion to community development corporations, but
I found that the majority of interviewees worked for CDCs in any case. I chose to focus on MIT
Department of Urban Studies and Planning (DUSP) alumni in order to relate their experiences back
to DUSP curriculum and opportunities. I also predicted that I would have greater access to DUSP
alumni due to personal referrals and a level of trust based upon our common experience.
Second, I identified institutions that from anecdotal evidence had undergone a process of
organizational change sparked by issues of race and then contacted individuals within these
institutions. In doing so, I targeted institutions with a rich history of dealing with issues of race in
order to draw upon a population of practitioners forced by circumstance to have already been
reflective about their work. I hypothesized that within the first pool of MIT alumni, certain
individuals would not have necessarily reflected upon issues of race in a significant manner, and
found this to be the case. In both cases, I focused on the geographic area of Boston in order to
narrow the field of possibilities, and facilitate my ability to conduct interviews in person.
After speaking with several individuals, I decided to attempt to insert another perspective
based upon an experience at the same organization. After reading literature from the MIT Center
for Reflective Community Practice, I realized the value of capturing two perspectives on the same
organization and set of circumstances. More detail about the question methodology and its models
will follow in the next section. Some of the "second perspective" interviewees were MIT alumni,
others were not. The goal of this follow-up interview was to ask the same questions, compare
responses, and wherever possible invoke the same issues addressed by the "first perspective"
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interviewee in order to compare how different individuals responded to the same situation. This
sampling strategy therefore does not represent a standardized approach to interviewing and instead
constitutes an iterative process informed by the action of conducting the interviews.
Method of Conducting Interviews
In conducting interviews, I followed a narrative approach to eliciting stories about race and
community practice. Using a narrative approach was inspired by the work of Richard Kearney. In
his text, On Stories, Kearney describes how human action is always a dynamic synthesis of residual
sedimentation and future-oriented goals. In his words, "the recounted life prises open perspectives
inaccessible to ordinary perception" (Kearney). He describes storytelling as a circular movement -
passing from prefigured experience through narrative recounting back to a refigured life-world. I
was particularly interested in the use of narration to open perspectives not normally accessible in
day-to-day work and the refiguring as a result of recounting. Asking practitioners to tell stories
about how race has played a role in their work oftentimes proposed a new means of understanding
past experience for the interviewees. In general, the practitioners interviewed expressed an absence
of time and space to reflect upon day-to-day work, and many interviewees had not processed some
of their experience through an explicit lens of race until asked to do so.
A common experience for interviewees was to discuss how this reorientation could affect
future work and thinking about everyday occurrences. Often, interviewees described race as
everywhere in their work, but struggled to pinpoint specific incidents to illustrate their general
discussions of how race affects their practice. Clearly the ability of organizations to set aside time
for the examination of work through a lens of race would help refigure the future work of
individuals and organizations. Interviewees who had a chance to participate in diversity training or
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simple conversations about how race affected their work described how they noticed these issues
manifesting themselves in ways they had not previously perceived.
The importance of this exercise is well articulated by Joy Amulya in her paper, "Summary of
Critical Moments Reflection". Amulya, a researcher with the Center for Reflective Community
Practice (CRCP) at MIT, notes,
There is usually little time and space for systematically examining
what is being learned or articulating the knowledge or questions that
have come out of their work. Yet the stakes are high-awareness of
the learning that comes through the experience of community
building work is important to responding effectively to the changing
conditions of this work.
Amulya goes on to describe the Critical Moments methodology developed to address just this gap.
Critical Moments Reflection relies on identifying salient instances in work where significant shifts
have taken place, then drawing out stories of these moments in order to analyze in depth what
changed at this moment, why, what steps preceded the moment and what has happened since.
An interview I conducted with Ceasar McDowell, the Director of the CRCP, revealed that
the Critical Moments Reflection can help map where there are convergences across individuals and
can speak to the values of the organizations under investigation. To me, addressing race in
community practice requires first the acceptance of this as a value, and therefore the Critical
Moments method attempts to determine how this value functions in the organizations studied.
Incorporating this methodology into my interviews involved asking background questions in order
to lead up to a critical moments reflection, then retreating to larger picture questions about race,
practice and training. What follows is a detailed description of the specific questions employed.
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Interview Questions
The interview questions at the end of this chapter served as the shell of the interview. I used an
adaptive interviewing technique in order to tailor the interview session according to the interviewee
and how elaborate s/he answered each question. The introductory questions helped situate the
interview in the context of the organization, while the situation question focused in on the critical
moment reflection. Often, I would even describe the critical moment methodology in order to
focus on a small number of incidents to develop in more detail. As recommended by Joy Amulya
from the Center for Reflective Community Practice, I attempted to move from the "I" of the
individual to the "we" of the organization. This goal was echoed in an interview I conducted with
June Manning Thomas, aforementioned author of the article "Educating Planners: Unified
Diversity for Social Action", as well as other investigations of race in planning.
Thomas pointed out that while the Charlie Hoch article marked a step forward in making
race an explicit conversation in planning literature, he did not always attempt to separate the
organizational from the personal. She suggested that as I attempt to build upon what has already
been written, that I make this focus more clear. She suggested asking "Where have you experienced
race being a factor?" and guide the interviewee to discussing race and power in the organizational
context. According to Thomas, "Make sure to get the institutional perspective, otherwise it just
becomes personal and will not be specific to community-based organizations. If you are asking
African-Americans, for example, they are going to draw on personal experience of racism, and I'm
not sure that's what you're looking for." She also suggested that, "It seems that a lot of times race
and power are the context, but people don't talk about them a lot. It's like the ocean - they're in it -
but it may be a different experience for them to discuss it." (Interview with Thomas, 2/19/04)
Other questions were inspired by an interview with Karen Fulbright-Anderson, co-director
of the Aspen Institute Roundtable on Community Change that produced a study of "Training for
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Racial Equity and Inclusion". Fulbright-Anderson suggested questions on how race comes up as an
issue, how is presence is made explicit, and what capacity or resources community practitioners
point out in order to assist them with racial tensions (Interview with Fulbright-Anderson, 2/19/04).
My final interview to prepare for methodology was conducted with Benjamin Butler, co-author of
the Chapin Hall study cited earlier and used as a blueprint for this thesis. Butler noted that his study
tried to get people to look at themselves in the role that they play in the community initiative and to
identify what challenges did they face. He stressed a methodology of having participants use their
own words to describe how these issues played out, and in his work he consciously resisted defining
race or power in the interviews. Butler envisioned people using the Chapin Hall study as a
discussion starter, and he described his work as "more of a survey than an analysis, a lesson that we
can use to talk about race and power since race is always the discussion after the meeting, always the
subtext" (Butler interview 3/1/04). The methodology and analysis was designed in the same way,
with a shared desire to move the race discussion to the forefront, although with a focus on MIT and
planning pedagogy instead of comprehensive community initiatives. I also hope to merge the survey
and the analysis in this document, spending more time synthesizing what we have learned from
studies like that of Butler and this one in order to draw more in depth conclusions for the field of
planning practice in general and MIT's training specifically.
The work of all of these individuals certainly inspired this thesis and helped guide my
investigation. What follows are the interview questions, based upon the input of these individuals as
well as the learning of the literature review section.
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Sample Interview Questions
1) Tell me about yourself
2) Describe your experience at MIT or before starting at the organization
3) Tell me about your organization
a) When did you start working there?
b) Nature of your position.
c) Nature of the work.
d) Stated mission of the organization.
e) Describe community (ies) you work with.
f) Describe the racial demographics and context. Have there been changes over time?
Recently?
g) Tell me about the staff of the organization, (board)
h) The history which illustrates key dynamics.
4) Can you describe a situation in your work with the organization where other people have
claimed that race was important?
a) What was the context?
b) How did you respond to the situation?
c) Did your organization formally address the situation?
d) Do you feel your organization is a good vehicle to address issues of race such as this?
5) What are your reflections on this situation? What have you learned from handling this
situation?
6) How do you feel your planning education prepared you for this type of situation?
a) What kinds of knowledge were useful?
b) What kinds of knowledge were missing?
c) What kinds of knowledge might have been helpful?
d) What was the role of internships and practical experience?
7) Do you feel race is an important factor in your work?
a) Where have you experienced it being a factor?
8) Is race a problem or an opportunity?
9) Where does power fit in?
10) How have you sought to make these issues known and attended to in your work?
11) What capacity or resources do you have to address issues of race? .
a) Does your organization have a model of effective handling of racial conflict?
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Profile of Interviewees
From the twelve case study interviews, I collected information from ten total organizations: eight
community development corporations, one community planning consultancy firm, and one
community-based foundation. In the case of three community development organizations, I was
able to speak with two individuals currently or previously employed for each. Further details about
the interviewees include:
- Five Executive Directors, four management team members (for example, a Director of
Development or Director of Economic Enterprise) and three Program Managers.
- Ten MIT Department of Urban Studies and Planning alumni.
- Seven women and five men.
- Eight White individuals, three Black individuals, and 1 Asian individual.
Race of Interviewees
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As demonstrated by the profile of the interviewees, they are hardly an accurately representative
sample of all community-based practitioners in Boston. I do not present the interviews as
"representative", but instead as informative. Due to the differences in staff level and sometimes
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race or sex of the two respondents, I will avoid any generalizations about differences in opinion, but
present the information as examples of individuals and organizations confronting race in their
practice.
CHAPTER FOUR: CASE STUDIES
Learning from experience is the best way to determine how to address the gaps in planning literature
previously discussed. The following seven case studies will be organized in order to help us learn
about the background of the organization, confronting race as an individual for the interviewees,
and confronting race as an organization.
Race as a Manifestation
The first case study provides a complex example of the ways in which race is intertwined with power
and interpersonal relationships and the extent to which it can inhibit a collaborative work
environment when left unnamed. The reluctance of the staff members to cite race as a central point
of tension leaves the details difficult to detangle, yet allows us a window into an atmosphere of
disorganization and disunity that will be contrasted by narratives that follow.
A CDC in a multi-racial neighborhood, with a majority
Organizational Snapshot African-American population.
Two employees of this organization were interviewed:
Individual Snapshot both were management team members. Both
interviewees were women: one Black, one White.
Confronting Race as an Organization Board diversification.
Power dynamics within the organization manifesting
racially.
Confronting Race as an Individual Reluctance on the part of both to name race as the
most salient issue for this organization to confront.
Experience by the White staff member of needing to
earn trust of other staff members because of race and
a mandate to take a background role in community
process.
Experience by the Black staff member of working in
an atmosphere of exclusion and a sense of
commonality with marginalized residents of color.
Background on the Organization
The CDC was started by residents in 1981 as the result of a community organizing push to stop
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neighborhood deterioration. The CDC sought to bring investment to an area that had been redlined
because of insurance scams and faced a large incidence of arson resulting in abandoned properties.
The CDC's mission at that time was to rehabilitate abandoned properties and restore the economic
livelihood of the neighborhood. As one interviewee noted, race has been in the forefront for CDC
since its inception because its very existence was due to the desire to right the wrongs of racial
discrimination that had occurred in the community. The mission of CDC today continues to be the
stabilization and revitalization of the neighborhood, and activities have expanded to encompass
development of affordable housing units, creating of homeownership opportunities, small business
assistance and community organizing. The two interviewees represent a total of eleven years of
experience at CDC, with eight and three years of work in upper management positions.
Both staff members described tensions in the community between older White residents and
residents of color. For example, the geographic divide of a major roadway represents also a racial
boundary. The neighborhood used to be majority White in the 1970s, while now the remaining
White population is concentrated on the east side of this roadway. Forty percent of residents on the
east side are White, while the west side was described as having a Black population of 90%, primarily
African-American and West Indian residents. These two sides of the highway have experienced
different patterns of development since the 1970s, as the east side has experienced gentrification and
condominium conversions. In contrast, the destabilizing activity of foreclosures, crime and drug
activity have been concentrated on the west side of the thoroughfare. East side residents, and
particularly White residents, are more likely to be homeowners than the west side residents, who
primarily rent. The history of racial discrimination and the current economic inequities between
community residents along geographic lines (that correspond to a racial divide as well) have
contributed to the interpretation that a difference in the quality of services follows the racial lines as
well.
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Confronting Race as an Organization
Racial tensions have also been present within the organization, manifesting in both the
Board and the staff. In 1994, few people of color were represented on a Board of eleven despite a
majority population of color in the neighborhood. The process of restructuring the racial
composition of the Board constitutes an example common to other organizations in this thesis who
recognized a problem in having a majority-White Board (or in other cases a majority-White staff)
representing the interests of a community of color. In an environment where the community
residents already perceive a lack of attention to racial inequity as described above, the racial
mismatch of the Board can do nothing but exacerbate the perception in an unequal distribution of
services favoring the White home-owner residents.
Further, one interviewee noted how the racial mismatch translated into a lack of information
and therefore action on the deteriorating economic conditions on the west side of the
neighborhood. Mindful of Cornel West's observation that values and institutions are inseparable,
the interviewee describes the effects of a majority-White Board in the following manner,
This was an evolving process between 1994 and 1998. We initiated a
forum as a way to formally address this issue. Certain Board
members were alarmed by the type of lending - high level of
foreclosures, which then led to abandoned homes, drugs and things
spiraled out of control. The root was sub-prime lending. We would
have been able to see this happening.
The interviewee refers in the comment "we would have been able to see this happening" to the fact
that the majority-White Board was out of touch with what was happening in segments of the
community where they did not live. A more racially representative Board could have reflected the
values and culture of all residents of the community, and therefore would have been better
positioned to act much earlier on the high level of foreclosures.
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As a result of these types of realizations, the interviewee and others pushed to change the
racial composition of the Board in order to reflect the neighborhood. The practitioner expressed
reservations about this type of change when based only on race, however, and not a more complex
set of criteria based upon race as a primary factor and access to resources as an additional asset.
After the Board transitioned membership, only one White individual remained, and many of the new
members owned businesses in the community, but lived in the suburbs. As the interviewee
described, "Unfortunately we went too far - the Board became comprised of folks who don't have
relations, totally reliant upon staff instead of a balance where people can mentor others".
In this case, the organizational response of "changing processes", as the Chapin Hall study
describes, "matching" professionals with a dominant culture or ethnicity in a community, was critical
to rebuilding trust that the organization represents the community in terms of racial identity. The
Board transformation did not succeed, however, in creating a structure that bridged community
residents, business owners and city officials, as intended. From this story, we can expand upon the
Chapin Hall recommendation of "changing processes", creating a more complex definition of
matching that places race at the forefront, but acknowledges social networks and access to
resources, both community and city-wide, as well.
The other significant point that emerged from both interviews at this organization was the
entanglement of race and personality conflicts on the staff. Both interviewees used vague terms to
describe a clearly tense atmosphere at this workplace. One of the interviewees cited the climate
created by the Executive Director, where race was often used as a means of manipulating power
differentials. The other interviewee explained,
There were different agendas that clouded the real issues - if it had
been not clouded by personal agendas, the organization could have
gotten to dealing with the underlying issues - and it's not race. Race
is a manifestation. That's probably what happened.
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Both interviewees repeatedly stressed that race played less of a role in the organizational conflict
than did personality clashes between individuals, but they agreed that personality conflicts were
expressed in racial terms.
Without further details about these personality conflicts, the other issues raised related to
racial tensions within the organization point to a larger undercurrent that seemed to go unaddressed.
As one interviewee described, when she joined the organization, staff members working for her
portrayed her predecessor as discriminating against them in part on the basis of race. This
perception had been relegated to their personal realm, however, given that the organization never
took any formal steps to confront these allegations. Given that she was one of very few White staff
members, she inherited the distrust of White supervisors and needed to prove that she was not also
discriminatory. Further, she mentioned how all of the consultants - such as architects and engineers
- that the organization worked with were White men. In this climate, race lingered below the
surface, but in her opinion the "highly racialized characterization" of the problems in the
organization were muted in relation to before she arrived. Her reluctance to name race as a primary
concern was shared by the other interviewee, as both stressed the importance of economics and
class in that community. The way in which the organization failed to address race, however,
inhibited the ability of individuals to discuss personal conflict.
Surprisingly, the organization and the entire staff had participated in racial diversity training.
As the one interviewee explained, the organization hosted a "series of retreats, forums looking at
issues of race - how the community was perceiving the organization. We used outside consultants
to facilitate - these were retreats with the Board and with staff'. Despite these efforts, she still
provided a negative response when I asked if the organization represented an effective vehicle to
address issues of race. Although she responded that it possessed the potential to help staff members
confront race, "I think in hindsight that the issue wasn't dealt with in an upfront manner". Clearly
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racial diversity training is not a panacea when it does not delve into the deeply-rooted personal
dynamics of tensions, and also when the Executive Director is perceived as a barrier to honest
confrontation about resentment and identity within the organization.
Confronting Race as an Individual
Both interviewees described their personal experiences on how race functions in their work.
The first interviewee explained her experience entering the field as her arrival at graduate school. At
that point, "It was the first time that I was a minority, and I had to interact with Caucasians. There
were a lot of expectations, biases, challenges that I really hadn't been prepared for." As she began to
work in the field, she found that "Folks were very exclusive - the core of people working on
developing a knowledge base - they were all White." Therefore, she described race as an obstacle in
the field of community development. Specifically, she mentioned the memory of attending a
conference where all the other participants were White and having the profound experience of all
eyes focused on her as she entered the room - "I could hear a pin-drop."
The atmosphere of exclusion contributed in part to the lack of success for Black-run CDCs
in her view: "It is no secret that successful CDCs were run by White staff." She elaborated that,
The conversation [on race] in Boston in general is very muted.
CDCs here are run and staffed by White people serving communities
of color - it took years just to address that contradiction.
Indeed, as the previously mentioned LISC study demonstrates, 68% of CDC managers do describe
the racial mismatch as a problem. Despite what she described as an atmosphere of exclusion,
however, she noted that her racial identity as a person of color forged a sense of common
experience with community members. "In my CDC, it felt like we were out there with the residents.
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We understood what they were going through in terms of exclusion, we felt it, too. We were like
them."
From a different perspective, the other interviewee described how as a White individual in a
community of color, she experienced a level of distrust when she joined an organization with a
predominately Black and Latino staff. As noted previously, her employees felt discriminated against
by her predecessor, contributing to their lack of trust for her. She described herself as growing up
"without the baggage of dealing with my racial identity the way White Boston liberals do" given her
upbringing in a multi-racial Southwestern community where she felt race was a less explosive issue.
In order to build trust with her co-workers and address the impressions of her as an outsider, she
described a process of demonstrating her commitment to working in the community and with
people from all different racial backgrounds. In particular, she highlighted the experience of inviting
her co-workers over to her home. She felt that she gained trust when co-workers were able to see
that she did not leave the community to go home to an all-White neighborhood with all-White
friends. Over time, through personal relationship-building, she described earning the trust of co-
workers, yet clearly her race profoundly affected the way in which she was perceived within the
organization. As the Chapin Hall study notes, "all of the participants acknowledged that race was a
factor in their being hired, whether it was because of an affirmative choice for someone
of color, or because they were hired despite being white." (Chapin Hall, 32)
In addition to the ways in which race manifested in staff relationships, she also experienced
her race as a factor in her relations with community members. She specifically was guided by her
management to a behind the scenes role in community process. Since she was always cognizant of
not representing herself as "from the community", she avoided being the center of attention at
community meetings, and instead focused on staff development by pushing those she supervised
(individuals of color) to represent the public face of the CDC.
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Despite their different backgrounds and experiences, both interviewees shared the sentiment
of a decreased emphasis on race as the single most important issue in their work. The White
interviewee stated the opinion that she did not tend to focus on race as much in her work, while
recognizing that "I have that privilege while not everyone does". In response to a question on how
power relates to race, the Black interviewee stated, "I just don't think it's about race anymore.. .In
terms of success, it would be very narrow to only say race is the factor. That is not to say that I do
not have interactions where I am treated differently. But I don't put power in there." In light of
their narratives, these comments suggest that this de-emphasis on race as a central factor must be
investigated more deeply to reveal why after long descriptions of race manifesting itself in all facets
of their work do they insist that it is not the most central challenge in their community-based
practice.
Differing Views of Organizational Change: A Matter of Perspective
Within the next organization, two interviews with staff revealed two drastically different perspectives
on how the organization is addressing race. Perhaps one of the largest challenges facing
community-based organizations is determining the level of effectiveness they are achieving in race-
based initiatives. The following contrasting versions of one organization's ability to address race
illustrate the absence of easy solutions and push us to develop criteria for how to measure the
success of an organization's attempt to bring race out into the open.
A CDC in a multi-racial neighborhood that has over
Organizational Snapshot two decades of experience. The neighborhood
contains a diversity of income ranges and has been
plagued by crime.
Two employees of this organization were interviewed:
Individual Snapshot one Executive Director and one management team
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Background on the organization
The CDC in question is a larger, full-service organization in a multi-racial economically diverse
community. With a long history in the neighborhood and a wide range of services including housing
development, tenant organizing and youth programs, the CDC considers itself firmly rooted in the
community. Major issues confronting the organization have been crime and the media bias that
characterizes the neighborhood as unsafe and a haven for gang activity. The two staff members I
interviewed work in different departments of the organization and have been with the CDC for a
total of twelve years. They both interact regularly with the Board and community residents, in
addition to other staff members.
Both interviewees stressed the multi-racial character of the community they work in and
referred to a climate of racial tensions as a dominant factor in community relations. Because of the
large amount of violence in the neighborhood over the years, different ethnic groups have resorted
to blaming each other for the root of this crime. For example, one staff member described repeated
instances of vandalism to a local business owned by a European immigrant. Many in the
community assumed that youth from other ethnic groups resented what they perceived as an
intrusion by this European business owner into a predominately community of color and vandalized
the store as symbol of ethnic tension. When it turned out to have been a relative of the owner who
had committed the crime, the staff member reflected upon how quickly the community resorted to
member. Both interviewees were White, one man and
one woman.
Confronting Race as an Organization Diversity training
White privilege on the Board.
Diversification of the management team.
Confronting Race as an Individual Dealing with racism among contractors.
Being White in a multi-racial community.
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characterizing the event in a racial manner. It is in this climate that the organization tries to achieve
its mission of creating a healthy and diverse community.
Confronting Race as an Organization
When asked to consider how the organization confronts issues of race, the most salient issue
that emerged was the difference between the two individuals' perception of the organization's work.
The Executive Director stated emphatically that, "we are intentional about changing our race
relations and racism", while the manager cited an absence of formal means of confronting racial
issues. He stated in contrast, "we don't address it at all formally. Nothing happens." Before
examining the significance of these divergent responses, more details about the specific incidents to
which they refer help situate the comments in an organizational context.
The major way in which both interviewees expressed the need to address race within the
organization was on the Board. The manager described the Board as follows,
The Board is community-based. Some CDCs have a mix of
community and corporate people to help them with fundraising, but
here all the Board members have to live here. There are three to five
people who have been on the Board a very long time- one even
might have been a founding member. There are new members, too,
though. In general, the Board is reflective of the community.
Reflective of the community in this case means racially diverse, representing White, Latino, African-
American and African constituencies. Both staff members pointed out that White Board members
overshadow the participation of other racial groups. The Executive Director cited a recent Board
meeting where,
At that Board meeting, there were two White men arguing.. .there
were these two powerful talkative men....The people of color were
intimidated. They don't know how to deal with power because of a
lack of practice.
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The other staff member echoed this perception,
Our Board - there is a dynamic where white people speak more -
they feel more inherent white privilege, they are comfortable
dominating a conversation and a lot more comfortable in these
situations.
Asked how the organization formally addressed this racial dynamic, however, the two individuals
responded in different ways. The Executive Director admitted that "it is not said outright", but
maintained that the organization does conduct "consciousness-raising around issues of race". She
cited several initiatives to address race, such as diversity training for youth, workshops and
"intentional staff development, Board member retreats with an African-American facilitator and
using senior people of color to come in and facilitate, that makes people to feel more at ease to say
whatever they want to say." She also cited initiatives to diversify the management positions and
bring in mentors for staff members of color who have been promoted into management positions.
Finally, she pointed out available capacity among staff members of color in order to demonstrate the
ways in which the CDC leverages its existing capacity in order to deal with the race in the CDC's
work. From her perspective, the organization is comprehensively responding to the challenges of
representing the community in terms of race and creating unity out of a diversity of staff and Board
members.
The second staff member, however, felt that the CDC devoted few resources to these issues.
The absence of an organizational response to the multiple racial tensions in the workplace led him to
conclude that the difficult task of addressing these tensions was not a priority. "So it comes down
to choices. It has a lot to do with priorities - if it's a problem then you could find resources." He
referred to his previous job experience at a state agency where diversity training was mandatory and
held every year. Although expressing doubts about this corporate model of diversity training, he felt
that, "it would be more relevant if you work it into our work. If we do home improvement loans,
for example, how does race factor into it? You could look at who we give loans to. There's been
I I
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enough of the corporate diversity model - it should go beyond that." In his organization, however,
there is "no training", even though "Our day-to-day work addresses the issues."
For these two individuals to feel so differently suggests a problem with the way in which
race is addressed within this organization. The Executive Director's response that "it is not said
outright" when asked about the organizational response to practice problems related to race suggests
the difficulty of doing this work in a non-explicit manner. When training and workshops are not
comprehensive, but only attended by certain sectors of an organization, clearly some staff members
are not aware of their significance. The diversification of management can occur without intentional
conversations among all staff about the goals for hiring. Finally, considering existing staff of color
as resources for managing racial tensions does not explicitly signal to the organization that concrete
action has been taken in response to challenges of race. While in this case the Executive Director
clearly states her objective of intentional action around the ways in which race complicates the unity
of her organization, the manager experiences no evidence of this. Without providing us with an
answer that will satisfy the expectations of all individuals within an organization, this example pushes
us to consider a more comprehensive approach that explicitly broadcasts its goals, allowing staff to
agree about the efforts of the organization, without necessarily agreeing on effectiveness.
Different Backgrounds, Same Interpretations
As a point of contrast to the preceding story, a set of interviews with co-workers at the next CDC
revealed that despite age, race, and gender differences between the two employees, they both
provided the same evaluation of the way in which the organization confronted race in its work. In
the previous example, two employees interpreted the ability of their organization to manage racial
tension in radically different ways. In this case, however, the similar interpretations suggest that the
The Responsibilig of Race in Communiy-Based Practice
organization has at the very least created an overt process through which employees have developed
a shared understanding about the ways in which the initiatives are working.
A CDC in an African-American and Latino
Organizational Snapshot neighborhood with over fifty employees and twenty-
five years of presence in the community.
Two employees of this organization were interviewed:
Individual Snapshot one organizational management team member and one
project manager. The two employees, an African-
American female and a White male, work in the same
department of the organization.
Confronting Race as an Individual Dealing with racism among contractors.
Being White in a multi-racial community.
Confronting Race as an Organization Ethnic Tensions in the Community.
Internal conversations on diversity.
Background on the Organization
The CDC, a large long-standing organization representing two neighborhoods comprised of mostly
African-American and Latino residents, has struggled with a reputation of focusing on development
over community process. Both employees spoke highly of the work that the CDC has
accomplished, however, highlighting community input in terms of the Board composition and the
process of community organizing that constantly informs the work of the CDC. One interviewee
remarked, "Our organization reflects the will of the board - the board is made up of all residents,
and 50% have lived in our developments. In the by-laws, there can be no one racial majority". Both
of the employees described the organization itself as extremely diverse and representative of the
community.
Confronting Race as an Individual
The two individuals interviewed both expressed the centrality of race to their work, but in different
ways. The White male described entering a community meeting and feeling as though residents
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were distrustful of him given his racial identity. He cited the racial diversity of the organization as a
way in which staff members are able to manage racial divides in the neighborhood. The experience
of managing race internally prepares the workers, given that, "if you are uncomfortable with
diversity, you have to deal with those feelings pretty quickly" in order to work in the office.
In contrast, the African-American female described her experience as follows,
The community does respond to me, though, because I am a person
of color. The Real Estate industry is still a white-male business,
though. Internally people deal with me differently because of my
title. Also because I am a person of color, some people know how to
deal with it and some don't. It's crazy the things that will come up
because I am a woman of color, even my hair is a topic of
conversation.
She stated that, "I have never been as conscious of my racial identity as I am in Boston" and
continued,
Coming from New York, we talk about race -it was fine. People
don't do that here. Nobody talks about it here. We are trying to
create a place to bring these issues up.
While both employees referred several times to the diversity of the organization as an asset, they
both agreed with thes assessment of how race is addressed, "even as diverse as we are, we still don't
talk about it."
Confronting Race as an Organization
Within the two communities served by the organization, various racial groups come into
conflict with one another. As an example, one interviewee cited the view by some African-
American residents that Latinos receive favorable treatment, particularly in the case of tenant
selection for affordable housing, given that Latinos are well-represented in the property management
staff of the CDC. Further, one interviewee described, "Another issue is the interracial dynamics -
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the Puerto Ricans and the Dominicans and the Haitians who think that they're not like African-
Americans." The perceived distance that first and second-generation immigrants place between
themselves and the African-American population engenders resentment from the latter group, when
a shared experience of racial discrimination holds the potential to forge unity. Given the tensions
among racial groups, the CDC decided that they should embark on a process of facilitating
conversations on race to reduce these strains.
The CDC quickly came to the realization when it discussed taking the lead in a city-wide
conversation about race, however, that it needed to look at racial dynamics within the organization
before trying to lead a community process. When asked about whether or not the organization
formally addresses race as a part of its work, one interviewee responded,
No, we struggle with this. As the organization has grown, there have
been more people coming in and the dynamic has played out
differently. We are trying to figure out how to deal with it internally
rather that externally before we go out into the community. We have
to have conversations here before we take a stance publicly. We need
to make sure that our house is in order.
As a result, the CDC has embarked on a series of conversations on race and created a
committee to take the lead on this initiative. Said one interviewee,
Some of our staff did the Undoing Racism training and now they're
going around talking about what changes we need to make and how
racism is hidden everywhere and they have a steering group to
address this. We decided that we need to figure out how to talk
internally by taking a look at our internal culture. Race plays a role,
so this steering committee started in the beginning of the year.
Despite the organization's effort to take proactive action in order to create a dialogue about race,
both employees felt that the initiative was not meeting its expressed goals. Staff members were
participating in these conversations, without ever really digging into race, but instead focusing on
problems within the organization. Said one interviewee,
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The steering committee set up these small group discussions as a first
step. Everyone has participated in one of these with people from
different departments. But instead of it being about race and class, it
was a discussion about what irks you about [the organization]. But I
know that [the issues of race and class], that's what it's about.
When asked about the reason these conversations were proving ineffective, one employee responded,
Nobody talks about it here. We are trying to create a place to bring
these issues up. You know, when the mission is social justice, you
find it harder to admit prejudices against race. You would be a
hypocrite if your mission is social justice.
Despite the current ineffectiveness of the conversations initiative, both expressed the
centrality of recognizing how race affects their work. One stated that, "you can't deal with issues of
equity, affordable housing without dealing with it". The other interviewee expressed the
intertwined nature of racial identity and how decisions reflect the community,
Race is always there. There is a level of paternalism in CDCs, or with
CBOs period. There is the assumption that people always want
more. Maybe they don't want more and that's something that people
don't think about.
The experience of these employees demonstrates that an explicit effort to address race will not
necessarily meet the expectations of all involved, but can create an atmosphere where the
conversations can occur. As mentioned here, the social justice mission of the organization may
prevent employees from speaking honestly about their prejudices, given the perception that they
should be free from these types of assumptions in this line of work. The example of this CDC
shows the need for skilled facilitators who can create a safe environment in which honest and
difficult conversations can occur. Further, the last comment suggests that the staff is not always in
touch with the desires of the "community" and that race can complicate the staff's understanding of
community priorities.
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Beyond the Racial Divide: Ethnic Barriers to Understanding
The next case study combines the experiences of two CDCs around the common theme of
ethnicity as an ancillary issue to that of race. Much of this thesis has focused on either a Black-
White paradigm or the function of White privilege within a multi-racial setting. The two
organizations featured in this case study are not confronting the traditionally framed color line. Nor
are they dealing with manifestations of White privilege within their organizations or among
community residents, but instead with ethnic identity and the ways in which it poses practice
problems.
Without entering into a lengthy discussion of the definition of race and ethnicity, I present
the concept of ethnicity as a dynamic and multidimensional one, based on commonly-accepted
identity constructs within these communities. I mirror the language of the interviewees, and present
the Vietnamese community as an ethnic one, part of a larger Asian racial community. Likewise,
Haitian, African and African-American communities are portrayed here as ethnic groups within a
larger Black racial community. In addition, I present the African-American Executive Director's
CDC as "the first organization", and the Asian-American Executive Director's CDC as "the second
organization".
The first organization is a CDC in a Black community
Organizational Snapshot comprised of African-Americans, West Indians
(particularly Haitians), and Africans with only a few
years of experience. The second CDC is ethnically
focused on the Vietnamese community, while located
in a multi-racial community with a large African-
American population.
Two Executive Directors were interviewed, one
Individual Snapshot African-American woman and an Asian-American
man.
Confronting Race as an Individual Faith in uniting people in conversation
Confronting Race as an Organization Confronting ethnic tensions within the community.
Assessing organizational loyalties to ethnic groups.
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Background on the Organizations
The first organization has been in existence for less than ten years and operates in a very diverse
community of color, with large African-American, Haitian and African populations. The CDC has a
mission of improving the quality of life for allresidents in the community, and has achieved success
in the realm of constructing affordable housing. Starting to branch out in other directions, the
organization has embarked on youth initiatives, information technology programs and more recently
sustainability efforts. The CDC tries to function as a unifying force in this neighborhood of ethnic
difference.
An entirely different experience of dealing with ethnicity is the second organization's mission
of addressing the needs of the Vietnamese community in Boston. The CDC provides unique
attention to the housing, economic and service needs of the Vietnamese community within its
service area, but also around the entire city. With an ethnic focus instead of a place-based strategy,
this CDC discovered over the course of its work that, clearly there were other community members
in the immediate neighborhood of the CDC who did not fit the CDC's ethnic demographic, but
were affected by the work of the CDC through the way in which it influenced neighborhood
change. The decision to question an ethnic focus forms the basis for this case study investigation,
while the first CDC provides evidence of the difficulty of bridging ethnic divides.
Confronting Race as an Individual
The African-American Executive Director expressed her profound faith in the ability of individuals
to unite in order to overcome difference. In her words,
It is important when people are different to know what they are
fearful about and to help people to see that they have common
ground.
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She promotes the need for community-based practitioners in communities of color to examine the
role of racism in everyday life. According to her, vestiges of racism cause people to impose limits on
themselves. The Black community she works in provides the opportunity, however, for residents to
unite over a shared racial identity and organize their voices to create more power. In the next
section, we will examine the obstacles to her optimism.
The Vietnamese-American Executive Director expressed a similar optimism about bringing
people together to exercise collective power. He spoke about his personal motivation to help uplift
other Vietnamese residents of Boston, many who are immigrants struggling with the language and
bureaucracy of this country. With several other young Vietnamese-Americans, he started the CDC
over a decade ago to focus on the affordable housing and economic development needs of the
Vietnamese population. His personal drive to work within his ethnic community provided him with
a narrow focus in the early years and allowed him to avoid confronting how he as an individual
would face playing the role of an unwelcome outsider when many years later the organization
decided to expand from an ethnic to a geographic focus.
Confronting Race as an Organization
For the first organization focused on an overwhelmingly Black community comprised of African-
Americans, Haitian-Americans and Africans, the Executive Director described cultural differences
based on ethnicity that manifest themselves within the community as a source of misunderstanding.
For example, tension around the types of housing the CDC would build on abandoned parcels
began to rise given that members of the Haitian community advocated for two family houses to
reflect an extended family housing model adapted to the needs and lifestyle choices of Haitians
living in the neighborhood. The desire of the African-American community, in particular, to
promote single family housing developed into a major issue, as the debate became polarized along
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ethnic lines. She cited few occasions for the Haitian and African-American communities to
participate in a dialogue with one another, other than the negative stereotypes that float around
because of disagreements such as the housing dispute. The CDC recently agreed to take a lead role
in facilitating a city-wide initiative to hold conversations on race. She described this as a missed
opportunity, given that the event yielded no Haitian participants.
As for her organization's response to differing priorities along ethnic lines when the CDC
represents all communities, the Executive Director described the ways in which her CDC partners
with churches in order to work toward a more unified community. She described potential points of
unity for this neighborhood, pointing to the role of racism in this underserved community of color.
Residual anger over redistricting and its perceived disempowerment of communities of color in the
city could help organize individual voices into a collective. Uniting around a shared racial identity
and the ways in which the community as a whole experiences discrimination from other city actors
could be one way in which her community could overcome differences related to ethnicity and
culture. Without intentional action around bridging ethnic divide that the CDC is attempting,
however, no real dialogue about ethnic differences within the Black community will occur.
In the case of the second organization, intentional action to bridge ethnic divide occurred,
but failed due to lack of staff capacity to work beyond its target Vietnamese population. As the
CDC embarked on a resident organizing campaign to garner support for a new development project,
the CDC learned that it did not have sufficient credibility among ethnic groups other than its target
constituency. Language and cultural barriers compounded credibility issues to the point that the
Executive Director described their efforts across racial and ethnic lines as "almost impossible" and
interpreted as a "total disaster". The ethnically-based CDC carried the "biases, assumptions and
culture" of the Vietnamese community and was perceived as exclusionary because of its focus on
only one ethnic group. Their strategy did not include an examination of identity issues and a
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responsibility to address assumptions and culture in working across race. Much in the same way an
individual's identity can stand in the way of her ability to bridge divide, the CDC experienced this
failure on an organizational level.
Asking the Executive Director to reflect on this critical moment of the CDC's history, he
felt that the only way in which the CDC could earn the trust of all residents would be to
demonstrate that the organization represents its interests. That would require a shift in the mission
of the CDC to move beyond an ethnically-based focus and bring in leadership from other ethnic
groups, including the African-American community. The CDC would also need to partner with
organizations that represent the different ethnic groups present in this multi-racial community, in
order to reflect the culture of those groups. These steps would help bridge the cultural divides that
eventually led to the abandonment of trying to conduct cross-racial organizing. The CDC has
decided in favor of concentrating on the CDC's strength, its work within the Vietnamese
community, but its experiences adds another layer of learning to our exploration of race in
community-based practice.
Addressing Race through Eliminating Communication Barriers
The experience of the next CDC suggests the ways in which communication barriers can inhibit
cross-racial dialogue. In addition to recognizing identity barriers of White privilege, ethnic identity,
and the other examples of "assumptions, biases and culture" discussed previously, this case focuses
upon language as a responsibility for community-based practitioners to address.
The CDC is located in a rapidly gentrifying
Organizational Snapshot neighborhood with a large Latino population,
including Dominican and Puerto Rican constituencies.
African-American and White residents also actively
participate in the organization.
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Individual Snapshot A White female member of the CDC's management
team was interviewed.
Confronting Race as an Individual View of CDC as a movement and therefore need to be
accountable to community residents.
Confronting Race as an Organization Translation as a bridge between racial groups.
Background on the Organization
The CDC has almost three decades of experience with a focus on resident control. Its
comprehensive strategy addresses the need for affordable housing, economic development and
empowerment. The CDC was founded to provide services for low-income residents, although the
neighborhood has evolved into a mixed-income community with waves of gentrification over the
years. The CDC prides itself on community organizing and participatory planning to inform all of
its work.
Confronting Race as an Individual
The interviewee described two types of CDCs that approach the need to address race in different
manners. One model values production of housing units over community process and therefore
does not necessarily incorporate race into its work. She described her CDC as viewing itself as a
movement, however, not simply an industry. With a movement mindset, she felt that a CDC could
be an effective vehicle for addressing issues of race, but "I think if you're going to take it on, it
should be explicitly". She stated that the community organizing team represents a resource in itself
for confronting race. Since the organizers conduct one-on-one meetings and time and attention to
crafting as inclusive a process as possible, she pointed them out as a way in which the organization is
able to learn about how race functions in the neighborhood setting. All organization employees,
however, need to "honor, respect, and understand" other individual across race. In her interview,
she focused on the need to respect linguistic differences as a means of addressing race.
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Confronting Race as an Organization
The CDC started as a small organization, with only a dozen staff members. As the organization
grew over the years, it became conscious of the need to diversify the staff and Board since both
were over-represented with White individuals in a mixed race community of color. Given the
neighborhood's large Latino population, the interviewee described a critical moment in which the
organization was not succeeding at recruiting Latino Board members. In recruiting Board members
from the Latino constituency of the CDC, some of the individuals would be unable to fully
participate if elected given that the meetings were being held only in English and some residents had
limited English skills.
The staff therefore mobilized to push for the need to translate all community meetings and
Board proceedings into Spanish. The CDC decided to devote the necessary resources to translation
capabilities in order to invite greater participation from the Latino community and to demystify the
process through which decisions about neighborhood change were made. With dual translation in
place, the interviewee described how this effort has strengthened the committee structure, the ability
to develop new leaders, and has overall strengthened the work of the CDC by allowing more
community members to have a voice in the decision-making process.
As demonstrated by this example, language can play an important role in erecting barriers
between racial groups. When the CDC had simply expressed its desire for Latino Board members
without taking the action of providing translation, they were not effective. In changing their
practices to accommodate all community members, they assumed responsibility working across
racial divides by eliminating language barriers. Their success demonstrates the level of commitment
necessary to effectively work across race.
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Community-based Work as a Consultant
In the case that follows, a project manager for an architecture and planning firm is forced to
confront both how his identity as a White individual and his organization's identity as a White firm
led to assumptions about a low-income community of color where he is facilitating a community
process to create an urban education corridor. This narrative was particularly interesting from a
research standpoint because the ability to critically reflect upon these assumptions came when the
interviewee spoke at MIT about his experience as an alumnus of the Department of Urban Studies
and Planning titled, "Coping with Race and Class".
The interviewee works for an architecture and
Organizational Snapshot planning firm places an emphasis on community
process to inform its work.
A White male program manager directly in charge of
Individual Snapshot community process.
Confronting Race as an Individual Confronting White privilege.
Confronting Race as an Organization Challenging the value of diversity.
Lack of diversity within the organization.
Background on the Organization
Although the interviewee is an employee of a firm and not a community-based organization, he
described his work as grounded in community process with an articulated focus on civic
engagement. In his words, "We don't do private sector planning. It's prideful stuff." By this
comment, he referred to the gratification he experiences working in the public interest through the
community planning division of his organization. The planners work as consultants in a wide range
of East Coast communities, from Boston to a New England city he termed "the whitest place on the
face of the planet" to the Baltimore low-income community of color where he is currently focusing
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his time. The firm has over one hundred employees, with twenty focused specifically on community
planning.
Confronting Race as an Individual
Although the interviewee initially stated that he could not recall an incident where someone
described race as an important factor, he did agree that the situation he presented at the MIT event
would constitute an example of this. In this situation, he and a White co-worker were embarking on
a community planning process to reenvision a neighborhood in Baltimore of vast disinvestment.
The firm was hired by the city planning office to provide possibilities for redevelopment and the
attraction of the public and private sectors. The neighborhood residents, however, described as
almost entirely African-American, have witnessed many outsiders come and go. A neighborhood
master plan was created in the past without any community involvement, and even when residents
were consulted, no identifiable change has occurred as a result of their participation.
The skepticism he faced from community members was not isolated to their distrust of him
as an outsider, however. Compounding their distrust was his identity as yet another White outsider.
The mismatch of his racial identity (and that of his co-worker) with the community, set against a
backdrop of racial discrimination experienced by this community, led to questioning of his
accountability to the community and his ability to understand their particular needs and values. In
one particular incident, the consultant described a critical moment when the racial distrust was
voiced. A Minister from the community confronted the planners and basically challenged their
capacity due to their outsider racial identity in relation to the community. The consultant's response
was to respond as honestly as possible,
With [the minister] saying that he is Black and I am White, there is
nothing I can do about that. We could only try to be as transparent
as possible. I can't make excuses for myself. This is one of the
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reasons why this project has been extraordinary - very immediate and
serious. We have a professional responsibility to people to not just
empathize, but to act.
When asked about his reflections on this clearly contentious process through which he had
to address many issues related to race, the interviewee remarked that he did not often have to
confront race in such a direct manner. He noted that in his work, there is no enough time to reflect.
At a weekly staff gathering, the agenda is always full to the point that the staff does not have the
opportunity to conduct the interpretation work, only the task-oriented work. He signaled that this
reflection process could help sort out how race functions in the firm's work, something he was
doing even in the telling of the story about the Minister's confrontation for the MIT talk and this
thesis. From playing a role as an outsider in this community, he stated the need to be curious, but
skeptical about his own assumptions. One of these assumptions forms the basis for the next
section.
Confronting Race as an Organization
When the interviewee came to MIT to discuss race and class in his work, one thing that
members of the audience noted was a statement that this neighborhood should be "racially and
economically diverse". When asked to explain the motivation for promoting racial diversity in a
historically African-American neighborhood, he answered that the firm almost reflexively inserts this
type of statement into every community plan they produce. They operate under the assumption that
all neighborhoods should be diverse, reducing the complex issue to an equation that equates
diversity with a health community. The firm had not really reflected on why the neighborhood must
move towards diversity, or what it would mean in terms of displacement of the current residents in
order to achieve a racially diverse population. Community members had not expressed the desire
for racial diversity, but instead the firm had assumed this was the ideal goal for any neighborhood.
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Audience member questioned the promotion of diversity for its own sake instead of as a response to
either the community's desire or discrimination barriers that prevented certain racial groups from
moving in.
Later, the interviewee reflected that,
Maybe the MIT lunch was a catalyst to think about this. There isn't
enough time for reflection. Only by the lunch did we have a chance
to step back and reflect.. .We do really need to take a look at the
racially diverse question. I guess the answer has to do with a
historical sensitivity.
By "having a historical sensitivity", he referred to the absence of different voices within the firm and
the professional side of this planning process. At his firm, there are no African-Americans, and very
few people of color on staff. The individuals crafting the "racially diverse" portion of the mission
statement were all White and in this case promoted their own "assumptions, biases and culture" in
which diversity has become something of a mantra. Without the representation of other racial
groups and other viewpoints in his firm, no one questioned the validity of making this assumption
on behalf of the community.
Since giving a talk about this planning process, though, he has asked himself about the racial
makeup of the firm. He commented,
There are no African-Americans, and no minorities for that matter,
and it's not that there is a lack of qualified people... [is the firm] just a
white plantation, is that what the reputation is? On the planning side,
this is certainly a hugely important issue. Think about quality of life.
We talk about diverse neighborhoods, that is in all our reports, what
are we reflecting?
To address these, he has invited an African-American Ph.D. student from the talk to come into the
firm to discuss in part issues of race. This represents a temporary response, though, and he
promoted the critical need for the firm to hire a more racially diverse staff. He felt that as a best
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practice, the firm should understand the complexity of issues related to race, especially when it is
sending White professionals into a community color where they have already demonstrated how
they can make assumptions based upon their own identity, instead of those who they are
representing. Considering diversity as an assumption instead of only one way of looking at
neighborhood change brought home for him the need to delve in deeper into his own personal
responsibility to address race beyond his own assumptions.
Sparking an Organizational Change
Six years ago, the foundation featured as the next case study example faced a crossroads: they were
an organization founded by people of inherited wealth with a mission of achieving economic
equality. Their fundraising staff and donor base consisted of almost all White individuals, raising
money to benefit, in large part, communities of color. This fact alone began to raise doubts for the
Executive Director that the organization was meeting its goal of functioning as a "progressive
funder for change" with a "deep commitment to social transformation and reshaping the world"
who envisions a democratic system based upon the "affirmation of cultural diversity".
Compounding her doubts were accounts of institutional racism in the organization from staff of
color, who reinforced the significance of having an overwhelmingly White fundraising staff and
pointed out instances in which their contributions were undervalued. This critical mass of factors
sparked the creation of a committee to investigate what changes would need to be made and their
recommendation: adding a lens of race to all the work of the organization.
An activist-controlled foundation committed to radical
Organizational Snapshot social change. Locally-based funding boards are
composed of social change activists who determine the
recipients of grants for grassroots organizations.
Individual Snapshot The Executive Director of this organization, a White
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female, was interviewed.
Confronting Race as an Individual Developing an awareness of White privilege.
Confronting Race as an Organization An Undoing Racism focus for the organization, its
funders and its grantees.
Background on the Organization
The organization is a foundation in name, but one that defines itself as accountable to the
communities where its money goes: communities of color and low-income communities. The
organization funds grassroots groups focused on community change, with emphasis on those that
do not have access to traditional funding streams. The organization has a rich thirty year history,
claiming to have been "behind the scenes, providing money to almost every major
progressive cause in New England since 1974."
The organization's structure also accounts for its community-based focus, with volunteer
boards in each state made up of community organizers, not business or academic leaders removed
from the day to day work of community-based organizations. The organization considers itself a
social change foundation, distributing over $18 million dollars to grassroots groups since its
inception.
Confronting Race as an Individual
Before exploring the specific strategies that the organization employed in order to transform their
work to explicitly incorporate race in all of its activities, it is useful to consider what sparked the
transformation within the Executive Director to embrace the need for such drastic organizational
change. Adding a focus on race to all of an organization's work requires a strong commitment from
her as Executive Director and represents a huge risk. By naming the ways in which race manifests
itself in the organization, she opens herself up to the possibility that she has failed to prevent racism
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and in some ways may have perpetuated it. When most White Executive Directors are content to
leave these issues unspoken, why take this risk?
In this case, the Executive Director came from a background of community organizing,
working in health, women's and gay rights movements. She described participation in the feminist
movement as preparation for following the leadership of women of color, yet she did not express a
particular racial consciousness as a central aspect of her identity. Despite her sense of being a victim
in relation to sexism and homophobia, she had not acknowledged that her sense of victim hood did
not exempt her from victimizing others unknowingly in the realm of race. In over a decade of work at
the foundation, however, she has been forced to confront race in every aspect of her work and her
identity. In her words, "the work on undoing racism has changed my life totally".
She described the process of acknowledging her role in institutional racism and White privilege
as extremely difficult and tumultuous. One particular incident involved the need to address an
employee's claim of institutional racism. This African-American employee felt she was expected to
perform the job functions of multiple positions without adequate acknowledgment that she was being
over-worked and under-appreciated. Whereas another organization may not have accepted the role of
race in this incident, in this case the Executive Director and the employee have discussed how race
contributes to different expectations for different employees. They have worked together to redefine
the employee's position in a way that both accept as fair.
The Executive Director used this as an example of how her relationships with staff have
changed as a result of the organization's decision to acknowledge race in its mission and all aspects of
its work. She finds herself accountable to co-workers everyday for the ways in which she participates
in racism. According to her, "White culture defines norms as much in left, progressive organizations
as in Corporate America". She has had to confront her assumptions, culture, and biases (in the words
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of Thomas) in order to examine, for example, the ways in which she "hordes information" and
depends upon the written word in the field of social change that has a rich oral tradition.
She unequivocally stated, however, that "racism has hampered every social movement in the
U.S. from achieving equity", and therefore stressed the absolute necessity of this undoing racism work.
The transformational experience of this Executive Director helped propel the organization into action.
Clearly not all Executive Directors share this level of commitment to taking risks in order to make
race the top priority for the organization to address. Without doing so, however, the racism felt by
her African-American employee would have gone unnamed. As we have seen in previous case studies,
the unnamed instances where someone described race as a factor crippled the organization and
prevented any kind of critical reflection or action on race.
Confronting Race as an Organization
About five years ago, the organization committed to becoming "an actively anti-racist organization".
The catalyst for this undertaking included the examples of institutional racism and dominant White
cultural norms within the organization mentioned above. Despite its progressive mission and open
discussions of the values of participation and social transformation, the organization felt that
without naming racism and declared a focus on it in all of their activities that they would be unable
to end its manifestations. In addition to what they termed "invisibilizing of staff and volunteers of
color" and White cultural norms (as demonstrated previously), they identified the following two
factors as manifestations of racism as well,
1. Our past assumption of English as our only mode of
communication while not consistently providing translation
2. Our wealthy donors are predominantly white and [we have]
resisted expanding our donor base in terms of race and/or class
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In order to realize change, the commitment to undoing racism at the organization involved
both an internal and an external process, recognizing that its network of funders and grantees
needed to partner in this plan of change for the transformation to be comprehensive. The
organization created an Undoing Racism committee to examine grantee organizations, donors,
volunteers and staff with the following goals:
1. to identify white culture and its expectations,
2. to honestly include people of color and listen to all our voices,
3. and to be accountable to communities of color and communities of people with low-
income.
This committee "requested an open-ended commitment and money" to follow through on its
mission, and the organization agreed to devoted the necessary resources and time to making race a
priority.
In order to facilitate organizational change, the organization has relied upon anti-racist
training by People's Institute for Survival and Beyond. As described in an Aspen Institute study,
"Trainingfor RacialEquity & Inclusion: A Guide to Selected Programs", the People's Institute
conducts a two-day training for community workers in order to address the following problem
analysis,
Institutional and systemic racism stem from historic systems of racial
privilege and oppression, lack of self-determination in communities
of color, institutional gate keeping, internalized racial oppression and
dehumanization and lack of a uniting analytical framework.
The focus of the training is on structural racism, and they hypothesize that,
Creating a multi-cultural, anti-racism movement requires working
from a common set of definitions and an analytical framework for
understanding the dynamics of structural racism that empowers
communities and serves as the basis for organizing.
The training helps provide the "common analytical framework", but they do not provide a step-by-
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step solution for how to proceed after the training. Their philosophy is that, "Communities are able
to develop their own creative solutions, as well as practical methods for achieving them, once they
have a clear problem analysis." Their explicit goals coming out of the training are
New understandings of structural racism.
- Accountable anti-racism leadership.
- Whites speaking out against structural racism.
- Self-determination in communities of color.
- Institutional and systemic change toward equity and justice.
As the Executive Director discussed, she has accepted personal responsibility for structural racism
within the organization and tries to provide "accountable anti-racism leadership" as a White
individual speaking out against it. As of now the entire staff, eighty percent of the Board and several
donors and grantees have participated in the People's Institute training. Haymarket requires every
potential grantee to develop an analysis on racism and a plan of accountability to the community it is
a part of as a grassroots organization. While the other organizations surveyed cited a lack of
resources and time to devote enough energy to this type of comprehensive approach to racism, the
Executive Director commented that, "it doesn't take much to send staff to a two-day training. The
issue isn't always funding - you have to have the leadership of the organization".
In contrast to some of the previous case studies, we see in this example what a full
commitment to anti-racism requires: a readjustment of the priorities and actions of the organization
with active leadership from the top. The next chapter will relate the lessons of the case studies to
planning pedagogy before moving into recommendations based upon the challenges and lessons
learned in this chapter.

CHAPTER FIVE: RELATION OF PRACTICE TO PEDAGOGY
Out of the in-depth interviews I conducted with planning practitioners, ten were with alumni of the
MIT Department of Urban Studies and Planning (DUSP). This chapter collects their experiences
specific to MIT, focusing on an evaluation of how their planning education prepared them to
address race in their practice. The demographics of these ten individuals are represented below in
terms of race, gender and year of graduation.
Race of Interviewees
8 7
7
6
5
4 3
3
2 ---
1
Bt0 0 
0
Black White Latino Asian Other
The alumni
interviewed
spanned thirty years
of history with the
Department of
Urban Studies and
Planning. The
sample is hardly
representative of
the wide variety of
students who have
passed through
DUSP in the last
three decades,
however.
Gender of DUSP Alumni
* Men m Women
4
Years Since Graduation
* less than 5
m5 to 10
3 10 to 15
0 15 plus
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Each of these ten interviewees, after answering questions related to race and their practice, were
asked to reflect upon their planning education at MIT. Their responses reveal an overwhelming
consensus that their planning education did not go far enough in order to prepare them for the
challenges associated with race that they universally have experienced as community-based
practitioners. While the challenges have been summarized in previous chapters, this chapter
presents the reflections of the DUSP alumni in order to translate them into suggestions for future
action. A summary of what we can learn from their reflections is below, followed by examples from
the interviews to support these recommendations:
- Promote diversity of the student body: as discussed, however, diversity by itself is not an
answer for preparing future community-based practitioners to learn how to address race in
their work. Diversity must be a priority for planning departments based upon many other
factors, above all the historic under representation of people of color in planning education
and practice.
* Incorporate race into all courses, not just a separate or optional course that reduces
its importance to an elective: Alumni experience demonstrates that students who would
not have selected an elective course on race later felt as if they left planning school without
learning about available tools to address issues of race in practice.
- Require Anti-Racism Training and lay out an anti-racist framework during
Orientation: This type of bold action by the Department will move MIT toward being a
leader in planning education for requiring students to examine how individual bias and
identity affect practice. Placing race at the forefront of the planning education sets the tone
for the type of climate the Department will create in order to prepare students for
addressing race in their careers.
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- Create opportunities to learn about the role of race through examples from practice:
Examples from practice, if connected to personal experience or presented in a thoughtful
manner, will enable students to consider personal responsibility for the need to consider
race in community-based organizations. DUSP could create this type of space by drawing
on internship or practicum experiences, or using rich case study sources.
- Create a sense of urgency around the responsibility to address race in practice
through a comprehensive strategy for the Department: This thesis is intended to push
the conversation on race in the Department and present reasons from alumni and
practitioners for the need to take action. A starting point for the development of a
comprehensive strategy would be the Diversity Web, a collection of campus practices and
resources "designed to serve campus practitioners seeking to place diversity at the center of
the academy's educational and societal mission". (www.diversityweb.org)
Learning from Diversity of I Continued Emphasis on
Other Students Minority Student Recruitment
Several of the MIT alumni attributed their only learning around race to their interactions at MIT
with a diverse student body. These reflections were made by four out of the six White interviewees,
all who mentioned a large percentage of students of color in their planning courses. Said one,
"students addressed race more than faculty - in our conversations, I learned more from my peers".
Another echoed this statement, remarking that there was "nothing explicit around race and
ethnicity", but that working with students from diverse racial backgrounds contributed to her
learning. A third interviewee commented on how "problem-solving with people of color" through
team projects provided him the opportunity to work across racial lines. Given that the diversity of
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racial identity contributed significantly to the ways in which students learned to challenge their racial
understanding, minority student recruitment must remain a priority for the Department.
Simply having a diverse student body, however, does not ensure that students are learning
how to manage racial conflict or are reflecting on how issues of race and identity will affect their
future work. Further, a reliance on "diversity" as a solution places the burden of educating students
about race onto the shoulders of students of color. As one African-American interviewee stated,
"you know part of how I define myself is racially. I am not really interested in how it affects other
people." Thus, initiatives from the Department in other realms must accompany the continued use
of resources and energy to recruit and support students of color in the DUSP community.
Incorporate race across
Coursework is not addressing planning curriculum instead of
Race concentrating it for those who
choose to focus on it.
The alumni interviewed agreed that race was not an explicit part of their DUSP coursework. When
probed, they struggled to present ways in which the coursework could have better prepared them for
challenges related to race. They described conflicting reflections: they have had significant
revelations in their work about the role of racial identity in community-based practice, yet several
interviewees described a denial of this at the time of their planning education. One White
interviewee remarked that,
I took the typical White student coursework. Race did come up in
[the HCED] introductory course, it was always there. There were
people lobbying for a class on race and gender, but then no one
ended up taking it. I'm not sure that I would have wanted a course,
though. Maybe it wasn't addressed in a serious way, though. It is a
conundrum that needs to be addressed.
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This interviewee expressed his own need to undertake a process of critical reflection around issues
of race given that he feels personally unequipped to deal with racial tension he is experiencing in his
work. He pointed out the fact that he had never before been forced to grapple with race the way in
which he is doing so currently, and he has needed to bring in other racial viewpoints to his
organization in order to understand the racial dynamics of the community he is working in. While
he would not have wanted a course in race as a master's student, he finds himself now seeking out
tools and resources with which to understand race in his practice. He expressed how "important it
is to ask what is community? Are you representing a community or some subset of interests?"
Another case of one of the alumni interviewees proves particularly informative of the
difference in perspective experienced while a student, and then after actually confronting race in the
field. The interviewee described a complete transformation, from her time in the Department when
she lacked a sense of urgency to learn about issues of race to now when she is bringing an anti-racist
framework to all of the work she engages in. She described the following,
There were students who were really frustrated to have issues of race
pushed to the side. I didn't understand how the program was
ducking it and why it mattered. I believed that race was analogous to
other issues, such as class. So I didn't need anything else.
This same interviewee expressed how "my work is being transformed by the fact that [race] is
something I don't know enough about", and she now experiences "a responsibility to bring [race] to
the surface in organizations I'm dealing with".
The transformation of these two students and their need to seek out resources in order to
deal with issues of race after graduation suggest that planning students, particularly White students
and those without significant practical experience, may not have the perspective in graduate school
to devote time to dealing with issues of race. The planning program needs to instead assume
responsibility for this facet of planning training. One way of doing so is to incorporate issues of
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race across the curriculum, instead of concentrating them into one elective course. As described by
the interviewees, an elective would have been overlooked. Starting with the core curriculum, the
Department would need to examine how well cross-cutting courses are touching upon issues of
race. The Students of Color Committee has started this type of analysis of the Gateway
Introduction course, by asking students to reflect upon the inclusion of race, class and gender. The
Department should continue to ask itself these questions about the curriculum in order to assume
responsibility for this student-led initiative. Some additional illustrations of how to incorporate race
follow.
Need to Bring Race Out into Require Anti-Racism Training
the Open and lay out an anti-racist
framework during Orientation
An almost unanimous recommendation for the Department was to take action on bringing race out
into the open. Several interviewees echoed the statement made by one individual that "race was a
toxic issue when I was a MCP". One alumna described a professor's desire to recruit more White
men to the program. This controversial agenda was not overtly addressed according to the
interviewee. In addition, she stated the ways in which race is not discussed in planning teaching,
The way planning history is framed - it is framed in a very White
perspective. We have a particular narrative of planning history - then
we went to urban renewal and everything went to hell. People get
nervous to talk about this, though.
As exemplified by the community-based organizations in this thesis, many people choose to ignore
naming race in order to avoid conflict. For these organizations, however, the conflict still manifests
itself, teaching us that denying responsibility for addressing race proactively will only necessitate
reactive responsibility.
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Further, another individual described how,
At MIT I took this CRE class, 50 people and I couldn't believe that
in 1996 I was the only Black person in the class. I was always one of
the only or the only. Before then I had similar experiences, but I
always had an African-American community that I could go back to.
And that was the first time that I felt intimidated.
If the climate at MIT forces certain students of color to feel "intimidated", a proactive step that the
Department can take is to require anti-racism training as part of the curriculum, and laying out an
anti-racist framework during orientation in order to set the tone for the planning education of all
students. This type of action addresses the "assumptions, culture and biases" of identity that the
previous chapters have discussed.
Another interviewee provides additional compelling reasons for this type of step, discussing
how "coming to MIT was a culture shock. It was the first time that I was a minority, and I had to
interact with Caucasians. There were a lot of expectations, biases, challenges that I really hadn't
been prepared for." In addition to her own experience, she notes how, "you will be working with a
community of color if you choose to do community development." Therefore, "do an Undoing
Racism training as part of the curriculum."
Anti-racism training can take many forms, and therefore choices can be made about the
most suitable format and intended outcomes to fit with the needs of the Department. The Aspen
Institute guide, "Training for Racial Equity and Inclusion" is a wonderful resource for analysis of
training programs. This guide describes trainings by the People's Institute for Survival and Beyond,
the organization who facilitated the majority of the Undoing Racism workshops discussed in
previous chapters. Their goals include, "New understandings of structural racism, accountable anti-
racism leadership, Whites speaking out against structural racism, self-determination in communities
of color and institutional and systemic change toward equity and justice". The National Coalition
Building Institute is another organization offering anti-racism training featured in the guide, with
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their use of a "variety of learning tools including experiential exercises, presentations, small and
larger group discussion, role-play and clear, detailed and systematic materials and manuals".
With professional facilitation from one of these organizations and an internal strategizing
process in order to develop an anti-racist framework to present at orientation for each incoming
class, the Department can move towards examining the assumptions and biases of its members and
equipping its students to address race in a thoughtful manner. The final thread of reflection from
alumni provides another concrete example of how the Department can address the concerns of its
graduates that race is not given enough attention in the curriculum.
Difficulty of Addressing Race Create opportunities to learn
in the Classroom about the role of race through
examples from practice.
After describing a contentious racial issue in her work, one alumna stated the following,
No, nothing in DUSP, CRE prepared me for this. I do not believe
that you learn these kinds of things in the classroom, though. Could
you have? I don't know. I mean, I worked in South Boston. That
was a quick study in racial politics - half the people in the housing
were people of color, but there were no people of color on the
Board. I was dumbfounded by this.
The interviewee described dealing with White public housing tenants who described outright their
prejudices against having more neighbors of color, thinking perhaps they had an ally in her as a
White professional. Another White alumnus described an equally intense internship experience in
which he conducted interviews about a housing development in Cambridge by standing on the street
and asking people about race. Their necessity to confront race and identity through practical
experience could have provided the foundation for learning and sharing with other students, under
the supervision of faculty capable of facilitating conversations on race, such as the faculty members
from the Center for Reflective Community Practice.
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In addition to practical experience as the organizing principle for reflections on race and
personal responsibility, compelling examples from practice could serve the same purpose. The
Reader for this thesis, Professor Phil Thompson, described a rich case study example that could
serve as a starting point for a thorough investigation of the role of race and individual identity in
planning. For this example, hours of video footage capture a community design process in which
race becomes a point of contention. A Latino architect is working in a multi-racial community and
has the experience of being terminated and re-hired, all chronicled on film. Compiling a case study
that allows students to view the planning process in which race and identity are in the forefront
could allow a point of entry for students to consider their own role in how to address race in
practice. Another example of this nature would be the compilation of a case study involving a
practicum course at DUSP in which race becomes a salient issue for the students to address. As
students continue to integrate the use of technology into their practicum work, the taping of their
community meetings and processes of deliberation could create a useful means for other DUSP
students to examine how race played a role in decision-making.
Lack of a sense of urgency Mobilize allies to create a
within the Department comprehensive strategy to
around issues of race. address race.
While the previous suggestions in this chapter draw upon the comments made by alumni
about the strengths or weaknesses of their planning education in respect to race, these suggestions
are simply a starting point for a conversation on the ways in which the Department can assume
greater responsibility for preparing planning practitioners to confront race. In the Department
currently, there exists a lack of urgency around the need to take action. The stories of the alumni
and other planning practitioners present a unified narrative, however, of the need for this type of
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action if the Department truly has an interest in preparing its students for practice challenges. If
allies within the Department are mobilized to take action, a wealth of resources exists to guide their
work. The Diversity Web, a collection of best practices from institutions of higher learning on
placing race and diversity issues at the core of the academic environment, provides a plethora of
tactics and resources for this type of action. A section on "Diversity Innovation" in particular
collects strategies for Institutional Leadership, Curriculum change, Faculty/Staff Development,
Student Development and Campus and Community, including training programs, sample syllabi,
institutional statements and handbooks for review. What is missing, however, is the motivation
from the Department leadership that will allow these types of tools to be implemented and
promoted as an integral part of a MIT planning education.
CHAPTER SIX: CONCLUSIONS AND LESSONS FOR PLANNERS
What have we learned in this journey through the experiences of a dozen community-based
practitioners in the Boston area? The following section will recapture the key points from the
practitioner narratives and revisit the research question, "What is the responsibility of planning
practitioners in community-based organizations to address race in their work and how are they
doing this?" This conclusion by no means presents an exhaustive list of the ways in which
practitioners must assume personal responsibilities for addressing race, as it is based upon the
experience of only twelve individuals. What it does present, however, is a compelling argument for
why every planning practitioner should examine the ways in which race manifests itself in their
work. The wide range of examples collected from only twelve out of thousands of community-
based practitioners speaks to the endless ways in which race will factor into community-based work.
Thus, it is critical to note above all that with all of the interviews I conducted, race emerged as a
central component of their community-based practice.
Interviewees experienced no difficulty in quickly listing the ways in which race creates a
unique set of complications for their work even when they insisted upon class or power as most
salient. I would argue that we do not need to place race, class, power or any other identity
characteristic (gender, sexual orientation) in competition with each other for prominence. Race does
not need to emerge as the most significant factor in an individual's practice in order for it to need to
be addressed. Nor does an organization need to place an exclusive focus on race. Ideally, for an
organization to address how effectively it is representing a community, it would examine individual
identity with a strategy to encompass all facets of identity constructs both with the community and
within the staff and affiliates of the organization. The argument of this thesis, however, is that all
community-based practitioners face a responsibility to address race in their practice.
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The research question asked "what is the responsibility" and how are practitioners
demonstrating it in practice, however. After the literature review on race and planning, the best
answer to this question consisted of the response by the Chapin Hall Study, which consisted of three
recommendations: have sponsors take risks within their own institutions regarding how resources
are governed and the activities they will support, have every stakeholder in an initiative focus greater
attention on community context (particularly as it relates to race and power), and clearly establish in
any initiative the definition of "local control" and the mechanisms to ensure it. After collecting the
narratives from practitioners, the following points emerged as well and demand attention in practice:
- Racial mismatch in Board composition: the first case study demonstrated how a
majority-White Board translated into a lack of information and therefore action on the
deteriorating economic conditions on the African-American west side of the neighborhood.
In this situation action to diversify the Board was taken.
- The entanglement of race and personality conflicts: as one organization experienced,
racial diversity training is not a panacea when it does not delve into the deeply-rooted
personal dynamics of tensions, and also when the Executive Director is perceived as a
barrier to honest confrontation about resentment and identity within the organization. As
experienced by others, the lead of an Executive Director sets the tone for how the rest of
the organization confronts race.
" An atmosphere of racial exclusion in Boston-based CDCs: "CDCs here are run and
staffed by White people serving communities of color - it took years just to address that
contradiction." (page 47). This individual experienced this exclusion personally and
wondered why no one talked about the racial mismatch as a significant factor.
* White practitioner guided to play a background role in community of color: This
practitioner told a story of being guided to avoid the center of attention at community
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meetings, letting her employees of color provide a public face for the organization.
Although she agreed with this tactic, what does it say about full disclosure to a community
about who is making the decisions instead of who is playing a role as an acceptable public
face?
- Conflicting Evaluations of the Organization's Efforts to Address Race: One case
study presented an Executive Director with clear intentions of her efforts, and a manager
with no evidence of effort. This example pushes us to consider how a comprehensive
approach to addressing race with explicit goals instead of hidden agendas can allow staff to
agree about the efforts of the organization, without necessarily agreeing on effectiveness.
- Discussions on Race as Ineffective: Two employees of one CDC described their
organization's attempts to start conversations on race as ineffective so far. The example of
this CDC shows the need for skilled facilitators who can create a safe environment in which
honest and difficult conversations can occur.
- Failure to bridge Ethnic Divisions: An ethnically-focus CDC learned the difficult lesson
that the only way in which the CDC could earn the trust of all residents would be to
demonstrate that the organization represents its interests. That would require a shift in the
mission of the CDC to move beyond an ethnically-based focus and bring in leadership from
other ethnic groups, which the organization failed to do initially. Another organization
stressed partnerships with ethnically-based organizations as means to bridge ethnic divides.
- Addressing race through language: One CDC experienced who language can play an
important role in erecting barriers between racial groups. The organization had to assume
responsibility for working across racial divides by eliminating language barriers through
bilingual translation of all its materials and at all of its meetings. This strategy led to
effective recruitment of a more diverse and community-reflective Board.
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e Lack of Racial Diversity on Staff Leading to Assumptions for Practice: A White
community-based consultant experienced how his own assumptions were translated into a
recommendation to racially diversify an African-American community. Advocating for
racial diversity was based upon his identity, instead of those who he is representing. The
experience led him to examine his responsibility to question the assumptions he brings to
community practice as a White male.
- Adding a lens of race to allthe work of an organization: the last case study presents
the most comprehensive vision of what assuming responsibility for addressing race looks
like. Leadership from the Executive Director, trainings to facilitate conversations on race,
examinations of White privilege and "assumptions, biases, and culture" and a requirement
for all affiliates to also examine race form the core of the organization's strategy. The work
was described as difficult, yet transformative and absolutely necessary.
As these examples demonstrate, race figures in an enormous range of ways in community-based
practice. Clearly each community-based organization will need to craft a contextual strategy that
meets their individual assets and challenges, but the responsibility of community-based practitioners
is to acknowledge and act upon issues of race in their organization as a mandate and not an option.
The key learning points that emerged from the practitioner stories are collected below to constitute
core recommendations for creating an anti-racist organization in all facets of work:
Address the racial mismatch between staff, Board and community through both
diversification of community-based professionals and appropriate training for individuals
who are not representative of the community (as previously discussed, the Aspen Institute
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guide to "Training for Racial Equity and Inclusion" provides detailed analysis of training
programs).
Adopt a lens of race to all aspects of the organization's work. Investigate what is learned
when race is pushed as the central focus.
- Push organizational leadership to adopt anti-racist strategies. Efforts will be fragmented
without support from the top.
- Facilitate conversations about racial tensions and the appropriate role for White
professionals in communities of color. Seek out trained facilitators and devote appropriate
resources to this endeavor so that conversations do not deteriorate into complaints about
the organization in general.
- Make all initiatives related to race explicit - do not assume that simply having a staff person
of color in a particular department constitutes an "initiative".
- When working across race or ethnicity, seek out partnerships with ethnically-based
organizations to bridge divide, but assume that you will not meet success until your
organization is representative of the communities you are working with.
- Examine the way in which language functions as a barrier to cross-racial collaboration. Seek
out translation capabilities for community conversations.
- In all work, vigilantly investigate the role of "assumptions, biases, and culture" in
community-based practice.
Numerous resources exist to assist individuals and organizations in their explorations of race in
practice. "A Community Builder's Toolkit" (http:/ /www.race-democracy.org/pdf/toolkit.pdf),
created by the Institute for Democratic Renewal and the Project Change Anti-Racism Initiative,
provides information on creating healthy interracial communities. The Aspen Institute training
guide mentioned several times lists anti-racist organizations that are skilled at facilitating workshops
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for community-based organizations. More locally, LISC can provide resources and support for
examining race in community-based practice. Resources of this kind are not difficult to locate, the
strength and commitment to make a change through addressing individual identity and race in
practice are.
The origin of the word community comes from the Latin munus, which means the "gift",
and cum, which means "among each other". Therefore, the word community literally means "to give
among each other". In order for a community-based organization to successfully represent its
community, they must require each practitioner to "give among each other". In community-based
practice, "giving" mandates accepting responsibility for the need to comprehensively address race,
especially when it is difficult and poses the greatest risk. This is the responsibility of the community-
based practitioner.
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